STATE AGENCIES




A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Arkansas Department of Agriculture

Contact Name: PaulaJones

Contact Phone: 501-219-6370

Contact Email: paula.jones@agriculture.arkansas.gov

Date of Submission: 6/24/2021

Please attach a copy of the program or policy as required by Arkansas Code §21-
3-101.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised

policy.

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup. Extra-help employees are included in this

report as of 6/12/2021.

Number of | Number of
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian 2 4 : 6 1% |
Asian Pacific '
Islander 6 5 11 1.6%
Black/Not
Hispanic 16 21 37 5%
Hispanic 3 3 6 1%
White/Not
Hispanic 186 447 633 91.4%
Total 213 480 693 100%




EQUAL EMPLOYMENT OPPORTUNITY POLICY

Effective July 1, 2019, This Policy supersedes earlier policies, which are hereby repealed.
I. APPLICABILITY. This policy applies to Arkansas Department of Agriculture (Department) employees.

Il. POLICY. The Department is an equal opportunity employer providing equal employment
opportunities without regard to race, color, sex, creed, religion, age, genetic information, national
origin, disability or other biases prohibited by state or federal law. This commitment is supported by
practical good faith efforts to implement and maintain a policy and practice of employing minority group
members, women, and members of other protected classes, on a non-discriminatory basis. This policy
and practice relates to all phases of employment, including, but not limited to recruiting, hiring,
placement, promotion, transfer, layoff, recall, termination, rates of pay or other forms of compensation,
training, use of facilities and participation in the Department-sponsored employee activities and
programs. The Department will comply with the non-discrimination provisions of all applicable State
and federal regulations and all personnel actions will be carried out on a non-discriminatory basis.

Hi. IMPLEMENTATION.

A. Information Dissemination
Supervisors and managers are responsible for implementing and administering this policy, applying

these principles in good faith for meaningful progressin the employment of minorities, women and
members of other protected classes. The Department will communicate the Equal Employment
Opportunity (EEO) policy statement by:

1. Referencing the policy statement in all employee handbooks,

2. Placing the policy statement in a conspicuous place at the Department headquarters, and
3. Posting job openings in such places as the Arkansas Government Jobs website, local
newspapers when needed, and the Department’s social media sites when deemed appropriate.

B. Additional Employment Law Information
Additional information about federal employment law is summarized on the posters titled: “Equal
Employment Opportunity is the Law” and “Your Rights Under USERA: The Uniformed Services

Employment and Reemployment Rights Act” at each Department office.

C. Implementing and Administering the EEO Program
The Human Resources Administrator (HRA) will confer with and assist supervisors in understanding and

meeting EEO Program responsibilities.

D. Training

Training programs supported or sponsored by the Department will continue to be open to all
employees, as appropriate, on the basis of qualifications, job relatedness and other non-discriminatory
reasons. Such employees who appear to have management potential will be encouraged to seek
advancement into supervisory or other management positions.



E. Compensation

All employees will receive compensation in accordance with Office of Personnel Management job
classification standards. Opportunities for performing overtime work or otherwise earning increased
compensation, when available, will be afforded to all qualified employees.

F. Liaison
The Secretary of Agriculture will designate personnel to serve as liaison to minority, women and
community organizations that are concerned with equal employment opportunity.

IV. MINORITY HIRING

A. The HRA must monitor employment trends and document an annual review of minority
employment. If it is determined that deficiencies exist regarding practices for employment of
minority groups and women, the HRA must document the implementation of a program to
improve minority hiring.

B. The HRA will confer with and assist supervisors in understanding and meeting EEO
responsibilities.

C. Special attention will be given to recruiting efforts for positions that are difficult to fill and/or
have an under representation of minorities and women.

D. Increased emphasis will be given to seeking and encouraging applicants from minority
groups where such applicants with the necessary qualifications or potentials are available.

E. Supervisors are encouraged to employ qualified minority group individuals in available
positions.

F. Supervisors will advise staff of increased interest in qualified members of minority groups for
job assignments where they have not been employed previously.

G. Supervisors will ensure minority group employees receive equal consideration whenever
promotional or incentive opportunities occur.



A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Department / Agency / Institution Name:

Contact Name: Dawnetta Calhoun

Contact Phone: 501-682-2007

Contact Email: dawnetta.calhoun@arkansasag.gov

Date of Submission: 06/08/2021

Please attach a copy of the program or policy as required by Arkansas Code §21-
3-101.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised

policy.

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.

Number of | Number of
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian 1 1 .62%
Asian Pacific
Islander i 1 2 1.24%
Black/Not
Hispanic 20 7 27 16.77%
Hispanic 2 1 3 1.86%
White/Not
Hispanic 71 57 128 79.50%
Total 94 67 161 100%




Policy No. 1001

Effective Date: ; s
February 13, 2017 Arkansas Attorney General’s Office

Equal Employment Opportunity
Policy Statement

Page 1 of 1

The AAGO is an Equal Employment Opportunity employer. All individuals regardless of
race, color, creed, sex, age, national origin, religion, or disability are welcome to seek
employment with this office. The AAGO will provide equal opportunity to all employees,
applicants, and program beneficiaries; provide equal opportunity for advancement of
employees; provide program and employment facilities which are accessible to the
handicapped; and administer its programs in a manner which does not discriminate
against any person because of race, color, creed, sex, age, national origin, religion,
disability, or any other protected status as established by law.




A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Department / Agency / Institution Name: Arkansas Auditor of State

Contact Name: Melanie Wilson

Contact Phone: 501-371-2110

Contact Email: Melanie.Wilson@auditor.ar.gov

Date of Submission: 06/15/2021

Please attach a copy of the program or policy as required by Arkansas Code

§21-3-101.

Have any changes been made to the program or policy since your last

submission? If so, please explain the changes and provide a copy of the revised

policy.

Please provide the information below as it relates to the agency or institution’s

current gender and ethnic makeup.

Number of | Number of
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian 0 0 0 0%
Asian Pacific 0%
Islander 0 0 0
Black/Not
Hispanic 5 1 6 26% |
| Hispanic 0 0 0 %
White/Not '
Hispanic 10 7 17 74%
Total 15 8 23 100%




A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Department / Agency / Institution Name: Elected Officials and Deputy
Prosecutors

Contact Name: Melanie Wilson
Contact Phone: 501-371-2110
Contact Email:melanie.wilson@auditor.ar.gov

Date of Submission: 08/19/2021

Please attach a copy of the program or policy as required by Arkansas Code
§21-3-101.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised

policy.

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.

[ Number of | Number of
Female Male Total

Ethnic Origin Employees | Employees | Employees | Percentage

Unknown or Other 0 1 1 0.1%
Asian Pacific

Islander 0 0 0 0%
Black/Not

Hispanic 21 21 42 | 7%

Hispanic 1| 5 | 6 0.9%
White/Not

Hispanic 180 406 586 92%

Total 202 433 635 100%




230 State Capitol
Little Rock, AR 72201

Andrea Lea
Auditor of State

State of Arkansas

Equal Employment Opportunity Policy

The Auditor of State’s office (AOS) does not discriminate in employment opportunities on the basis of race, color,
religion, sex, nationality, age, disability, or any characteristic protected by applicable federal, state, or local law.
This policy is applicable to all aspects of employment, including but not limited to job assignment, compensation,
discipline, termination, and access to benefits offerings.

Employees are encouraged to address questions about this policy or discrimination in the workplace with their
immediate supervisor, or the Chief of Staff. Employees may raise questions or concerns, or report matters of

discrimination without fear of retaliation.

AOS complies with the requirements of Title VII of the Civil Rights Act of 1964 and its amendments, the Age
Discrimination in Employment Act of 1967 (ADEA), the Americans with Disabilities Act of 1990 and the ADA
Amendments Act of 2008, Title II of the Genetic Information Nondiscrimination Act of 2008, the Arkansas Civil
Rights Act, Arkansas Cod Ann. 21-12-103, and all other applicable federal and state antidiscrimination laws. Under
the Arkansas Civil Rights Act, discrimination by any officer or employee of the state based upon race, creed,
religion, nationality, age, sex, or gender constitutes grounds for dismissal.

www.auditor.ar.gov ¢ (501)682-6030 +¢ info@auditor.ar.gov



A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Department / Agency / Institution Name: Bureau of Legislative Research

Contact Name: Tony Robinson
Contact Phone: 501-537-9108

Contact Email: robinsont@blr.arkansas.gov

Date of Submission: May 26, 2021

Please attach a copy of the program or policy as required by Arkansas Code §21-
3-101.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised

policy.

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.

| Number of | Number of |
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian 0 0 0 0%
Asian Pacific
Islander 3 0 3 2.48%
Black/Not
Hispanic 21 1 22 18.18%
Hispanic 2 1 3,  2.48%
White/Not '
_ Hispanic 60 | 33 93 76.86%
Total 86 35 121 100%




State of Arkansas Marty Garrity, Director

Kevin Anderson, Assistant Director

B u rea u of for Fiscal Services
Tim Carlock, Assistant Director
L - I t - R h for Information Technology
e g l s a I ve esea rc Matthew Miller, Assistant Director

for Legal Services

Estella Smith, Assistant Director
for Rescarch Services

May 26, 2021

Mr. Tony Robinson, Administrator
Personnel Review Section

Bureau of Legislative Research
One Capitol Mall, Fifth Floor
Little Rock, AR 72201

Dear Mr. Robinson:

This report is being filed under Arkansas Code § 21-3-101, concerning equal employment hiring.
The equal employment opportunity policy for the Bureau of Legislative Research reads as

follows:

The Bureau of Legislative Research does not discriminate in employment
opportunities or practices on the basis of race, color, religion, sex, national
origin, age, disability, genetic information, or any other characteristic protected
by applicable federal, state, or local law. This policy governs all aspects of
employment, including job assignment, compensation, discipline, termination,
and access to benefits.

Any employee with questions or concerns about this policy or any type of
discrimination in the workplace is encouraged to bring those questions or
concerns to the attention of his or her immediate supervisor, appropriale
division head, or the Director. Any employee may raise a question or concern
or report a matter or incident under this section, in accordance with the
grievance procedure at Section 3.13.b., without fear of refaliation.

The Bureau complies with the requirements of Title VII of the federal Civil
Rights Act of 1964 and its amendments, the Age Discrimination in Employment
Act of 1967 (ADEA4), the Americans with Disabilities Act of 1990 and the ADA
Amendments Act of 2008 (collectively, the ADA), Title I of the Genetic
Information Nondiscrimination Act of 2008 (GINA), the Arkansas Civil Rights
Act, Ark. Code Ann. § 21-12-103, and all other applicable federal and state
antidiscrimination laws. Under the Arkansas Civil Rights Act, discrimination
by any officer or employee of the state based upon race, creed, religion, national
origin, age, sex, or gender constitutes grounds for dismissal.

State Capitol, Room 315 Little Rock, AR 72201 (501) 682-1937 Fax (501) 682-1936



Mr. Tony Robinson Page 2 May 26, 2021

The advertising of employment opportunities to the public has been through the AR State Jobs
website. The hiring of temporary session employees is another avenue that the Bureau utilizes to

recruit potential employees.

The current and recent historical ethnic composition of the Bureau staff is as follows:

June 15 June23 June25 June25 Mayll May 26
2016 2017 2018 2019 2020 2021

American Indian 0.88% 0.90% 0.00% 0.00% 0.00% 0.00%
Asian or Pacific Islander 2.63% 2.70% 2.73% 2.75% 2.68% 2.48%
Black/Not Hispanic 18.42%  21.62%  20.91% 22.2%  20.54%  18.18%
Hispanic 2.63% 2.70% 2.73% 2.75% 3.57% 2.48%
White/Not Hispanic 75.44%  72.07%  73.64% 72.48% 73.21%  76.86%

Sincerely,

Marty Garrity

Director

MG:sla



A.C.A §21-3-101 Equai Employment Hiring Program Reporting Template

Department / Agency / Institution Name: Comm; Si0nLr O.Q la e, L&ﬂd’b
Contact Name: KELLY BOYD, CHIEF DEPUTY
Contact Phone: 501-516-1330

0‘(_7 o1 |

Contact Email: KBOYD@COSL.ORG
Date of Submission: 07/27/2021

Please attach a copy of the program or policy as required by Arkansas Code §21-
3-101.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised
policy.

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.

Number of l Number of
Female | Male Total |
Ethnic Origin Employees | Employees  Employees | Percentage
American Indian | 0| 0 0 0%
Asian Pacific | _
Islander 1 o] 1 2.56%
Black/Not
Hispanic 2 2| 4 10.26% |
Hispanic | 0 0 0 0% |
White/Not
Hispanic 23 | 11 34 87.18%
Total ; 26 13 39 100%




Copy of Arkansas Commissioner of State Lands Personne! Manual Policy:

EQUAL EMPLOYMENT
OPPORTUNITY

The Office of the Commissioner of State Lands (COSL) is an Equal Opportunity Employer
(EOE). The State of Arkansas does not discriminate in access to employment opportunities
or in employment or practices on the basis of race, color, religion, sex, national origin, age,
disability, or genetic information.




A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Department / Agency / Institution Name: Department of Commerce
Contact Name: Stephanie Lilly-Palmer
Contact Phone: 501-371-2815

Contact Email: Stephanie.Lilly-Palmer@arkansas.gov

Date of Submission: 08-30-2021

Please attach a copy of the program or policy as required by Arkansas Code
§21-3-101.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised
policy.

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.

Number of | Number of
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage |
American Indian 2 3| 5 0.32%
Asian Pacific
Islander 16 18 34 2.19%
Black/Not |
Hispanic 494 122 | 616 39.67%
|
| Hispanic 13 9 22 1.42%
White/Not
Hispanic 524 | 355 879 56.49% |
Total 1049 507 1556 100.00%




Department of Transformation and Shared Services
Office of Personnel Management

Policy Title: Equal Employment Practices Policy Number: 17

Authority: Title VII of the Civil Rights Act of 1964; Ark. Code Ann. §§ 21-3-203 and 21-

12-103
Revised: March 16, 2020

State agencies shall not discriminate in hiring, promoting, administering disciplinary
action, or in any other way against employees. Every agency must adopt and pursue a
comprehensive equal employment hiring program designed to achieve a goal of
increasing the percentage of minority employees within the agency to a level that
approximates the percentage of minorities in the state’s population. Agencies shall
report to the Legislative Council on June 30 of each year stating its efforts to achieve its

equal employment hiring program goal.

Agencies should establish an investigation process for allegations of discrimination
and/or harassment. Agencies shall include in their personnel manual a statement that
discrimination by an officer or employee is grounds for dismissal. When it is determined
by any court of law that an employee is guilty of discrimination, such determination is
grounds for dismissal from employment.

The following types of discrimination are prohibited by law:
. Age (Age Discrimination in Employment Act)

The law protects employees who are at least forty (40) years of age or older. An
agency is prohibited from limiting, segregating, or classifying employees in any way
which would deprive or tend to deprive any individual of employment opportunities or
otherwise adversely affect his or her status as an employee and an agency cannot
reduce an employee’s rate of pay because of age.

An agency may take adverse personnel actions against an employee if age is a bona
fide occupational qualification, reasonably necessary to the normal operations of a
particular job, or where the differentiation is based on factors other than age.

An employee may be subject to compulsory retirement if the employee:

1. |s sixty-five (65) years of age;
2. For the two-year period immediately before retirement is employed in a bona fide

executive or high policy-making position; and

3 |Is entitled to an immediate non-forfeitable annual retirement benefit from
pension, savings, or deferred compensation plan, or any combination of such
plans which is an aggregate of at least forty-four thousand dollars ($44,000).

il. Disability (Americans with Disabilities Act)
Disability discrimination is when an agency does one of the following:

1. Treats a qualified individual with a disability who is an employee or applicant
unfavorably because hefshe has a disability;

1|Page



Department of Transformation and Shared Services
Office of Personnel Management

Policy Title: Equal Employment Practices Policy Number: 17

Authority: Title VII of the Civil Rights Act of 1964; Ark. Code Ann. §§ 21-3-203 and 21-
12-103

Revised: March 16, 2020

2. Treats an applicant or employee less favorably because he/she has a history of a
disability (such as cancer that is controlled or in remission), or

3. Treats an applicant or employee less favorably because he/she is believed to
have a physical or mental impairment that is not transitory (lasting or expected to
last six months or less) and minor (even if he/she does not have such an
impairment).

The law also protects people from discrimination based on their relationship with a
person with a disability (even if they do not themselves have a disability). For example,
it is illegal to discriminate against an employee because their spouse has a disability.
The law requires an employer to provide reasonable accommodation to an employee or
job applicant with a disability, unless doing so would cause significant difficulty or
expense for the employer ("undue hardship").

lll. Equal pay/compensation (Equal Pay Act)

The Equal Pay Act requires that men and women in the same workplace be given equal
pay for equal work. The jobs need not be identical, but they must be substantially equal.

IV. Genetic information {(Genetic Information Nondiscrimination Act)

Genetic information includes information about an individual's genetic tests and the
genetic tests of an individual's family members, as well as information about the
manifestation of a disease or disorder in an individual's family members (i.e. family
medical history). Family medical history is included in the definition of genetic
information because it is often used to determine whether someone has an increased
risk of getting a disease, disorder, or condition in the future.

V. Harassment

Harassment is unwelcome conduct that is based on race, color, religion, sex (including
pregnancy), national origin, age (40 or older), disability or genetic information.
Harassment becomes unlawful where 1) enduring the offensive conduct becomes a
condition of continued employment, or 2) the conduct is severe or pervasive enough to
create a work environment that a reasonable person would consider intimidating,
hostile, or abusive.

VL. National origin (Immigration and Nationality Act)

2{Page



Department of Transformation and Shared Services
Office of Personnel Management

Policy Title: Equal Employment Practices Policy Number: 17

Authority: Title VIl of the Civil Rights Act of 1964; Ark. Code Ann. §§ 21-3-203 and 21-

12-103
Revised: March 16, 2020

National origin discrimination involves treating people (applicants or employees)
unfavorably because they are from a particular country or part of the world, because of
ethnicity or accent, or because they appear to be of a certain ethnic background (even if
they are not). National origin discrimination also can involve treating people unfavorably
because they are married to (or associated with) a person of a certain national origin.
Discrimination can occur when the victim and the person who inflicted the discrimination

are the same national origin.

Vii. Pregnancy

Pregnancy discrimination involves treating a woman, an applicant or employee,
unfavorably because of pregnancy, childbirth, or a medical condition related to

pregnancy or childbirth.
Vill. Racel/color

Race discrimination involves treating an applicant or employee unfavorably because
he/she is of a certain race or because of personal characteristics associated with race
(such as hair texture, skin color, or certain facial features). Color discrimination involves
treating someone unfavorably because of skin color complexion. Race/color
discrimination also can involve treating someone unfavorably because the person is
married to (or associated with) a person of a certain race or color. Discrimination can
occur when the victim and the person who inflicted the discrimination are the same race

or color.
IX. Religion

Religious discrimination involves treating an applicant or employee unfavorably because
of his or her religious beliefs. The law protects not only people who belong to traditional,
organized religions, such as Buddhism, Christianity, Hinduism, Islam, and Judaism, but
also others who have sincerely held religious, ethical or moral beliefs. Religious
discrimination can also involve treating someone differently because that person is
married to (or associated with) an individual of a particular religion.

X. Sex

Sex discrimination involves treating an applicant or employee unfavorably because of
that person's sex.

XI. Sexual harassment

3|Page



Department of Transformation and Shared Services
Office of Personnel Management

Policy Title: Equal Employment Practices Policy Number: 17

Authority: Title VIl of the Civil Rights Act of 1964; Ark. Code Ann. §§ 21-3-203 and 21-
12-103

Revised: March 16, 2020

All state agencies must develop and implement a policy concerning sexual harassment
and the resolution of such complaints. A copy of the agency or institution of higher
education policy shall be filed with the Office of Personnel Management (OPM).

Sexual harassment is a form of discrimination and is unwelcome behavior that is either
verbal or physical in nature. What constitutes sexual harassment is:

1. Submission to the conduct is either an explicit or implicit term or condition of
employment, and/or

2. Submission to or rejection of the conduct is used as a basis for employment
decisions affecting the person who did the submitting or rejecting, and/or

3. The conduct has the purpose or effect of substantially interfering with an individual’'s
work performance or creating an intimidating, hostile or offensive work environment.

Actions that may be defined as sexual harassment are not limited to the "supervisor and
employee” situation, but may include actions of coworkers, actions of the same or
opposite sex and action of individuals external to the agency, but who have contact with
employees in the work environment.

Retaliation

it is illegal to discriminate because the employee complained about discrimination, filed
a charge of discrimination, or participated in an employment discrimination investigation
or lawsuit.

Every agency must adopt and pursue a comprehensive equal employment hiring
program designed to achieve a goal of increasing the percentage of minority employees
within the agency to a level that approximates the percentage of minorities in the state’s
population. Agencies shall report to the Legislative Council on June 30 of each year
stating its efforts to achieve its equal employment hiring program goal.

Agencies shall include in their personnel manual a statement that discrimination by an
officer or employee based upon race, creed, religion, national origin, age, sex, or
gender is grounds for dismissal. When it is determined by any court of law that an
employee of this state is guilty of discrimination based upon race, creed, religion,
national origin, age, sex or gender, such determination is grounds for dismissal from
employment.

4iPage



Department of Transformation and Shared Services
Office of Personnel Management

Policy Title: Equal Employment Practices Policy Number: 17

Authority: Title VIl of the Civil Rights Act of 1964; Ark. Code Ann. §§ 21-3-203 and 21-

12-103
Revised: March 16, 2020

For more information about the types of discrimination and prohibited practices, see the
U.S. Equal Employment Opportunity Commission website at
hitps://www.eeoc.gov/laws/index.cfm.

5|Page



A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Department /Agency / Institution Name: Arkansas Department of Corrections
Contact Name: Nicholas Stewart

Contact Phone: 870-850-8523

Contact Email: Nicholas.Stewart2@arkansas.gov

Date of Submission: 6/30/2021

Please attach a copy of the program or policy as required by Arkansas Code §21-
3-101.

Have any changes been made to the program or policy since your last
submission? The DOC has not made any changes to policy regarding Equal

Employment.

If so, please explain the changes and provide a copy of the revised policy.

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.



Number of | Number of
Female Miale Total
Ethnic Origin Employees | Employees | Employees Percentage |
American Indian 2 3 5 .001%
Asian Pacific
B Islander 8 6 14 .003%
Black/Not ,.
Hispanic 1,403 789 | 2,192 482%
Hispanic 12 24 36 .008%
White/Not
Hispanic 1,002 1,299 2,301 .506%
Total 2,427 2,121 4,548 100%




Office of the Secretary
6814 Princeton Pike
Pine Bluff, Arkansas 71602
Phone: 870-267-6200
Fax: 870-267-6244

SECRETARIAL DIRECTIVE

SUBJECT: Equal Employment Opportunity

NUMBER: 2019-04 SUPERSEDES: N/A

APPLICABILITY: All Department of Corrections Employees

REFERENCE: Administrative Regulation 228, Ark. Code Ann.

§§ 25-43-105, 25-43-108, and 25-43-403 PAGE 1 of 3

ISSUED BY: Wendy Kelley EEFECTIVE DATE: 10/17/2019

POLICY:

The Department of Corrections is an equal opportunity employer and does not discriminate
against employees or job applicants based on age, race, sex, pregnancy, sexual orientation and
gender identity, national origin, religion, disability, genetic orientation or any other status or
condition protected by applicable State or Federal Laws. Discrimination by any employee shall
constitute grounds for dismissal. Individuals are hired based on the qualifications for each
position. All promotion decisions and other personnel actions, such as transfers, layoffs, return
from layoffs and other actions are made in accordance with Equal Employment Opportunity
principles.

PURPOSE:

This directive seeks to ensure that the Department of Corrections, as an Equal Opportunity
Employer, will comply with the non-discrimination provisions of all applicable State and Federal
laws and regulations regarding equal opportunity employment.

PROCEDURES:

A. Information dissemination:

1. The above policy statement will be referenced in employee handbooks and
annual reports.

2. Annually the Secretary will prepare an Equal Employment Opportunity
Statement for dissemination to all divisions for posting.

http://DOC. Arkansas.gov



SD 2019-04 Equal Employment Opportunity ’ Page20f3 |

3. “The Law” poster provided by the Equal Employment Opportunity Commission
will be posted. The poster will be placed in a conspicuous location where notices
to applicants and employees are customarily posted. The poster will be placed in
a location that is accessible to applicants and employees with disabilities that
limit mobility. Notices will be read to applicants and employees with disabilities
that limit seeing or reading ability.

4. The agency will maintain contact with businesses that are closing, educational
and community organizations in an effort to recruit members of all protected
classes.

5. All employment advertisements and recruitment brochures will contain assurance
of equal employment opportunity.

6. As defined by the Uniform Classification and Compensation Act, classified
positions will be posted in such places as employee bulletin boards, in locations
where applicants apply for jobs, and on the Arkansas Government Jobs website.
Employment applications will be accepted through Arkansas Government Jobs
website.

7. Management will ensure employees who are members of a protected class
receive equal consideration whenever promotional or incentive opportunities
occur.

B. Minority Purchasing
The agency will comply with the Minority Business Economic Development Act.
C. Training

All training programs supported or sponsored by the agency will continue to be open
to all employees, as appropriate, based on qualifications, job relatedness and other
non-discriminatory criteria.

D. Hiring, Placement, Transfer, Promotion, Lay-Off, Recall, Retention, Termination

The Agency recognizes that that all job opportunities must be made available to
everyone, including members of protected classes.

Employee discipline will be administered by supervisors in a consistent, objective,
good faith and non-discriminatory manner.

E. Compensation

All employees will receive compensation in accordance with the same standards.
Opportunities for earning increased compensation will be afforded equally to all
qualified employees.



[ SD 2019-04 Equal Employment Opportunity Page30f3 |

F. Reporting

To provide a system for reporting and monitoring agency status with regard to this
policy, Central Human Resource will provide the Secretary, Directors, Deputy and
Assistant Directors the following two reports:

« Quarterly report showing the composition of the security and non-security
workforce by race and gender.

« Quarterly list of promotions by race and gender

IV. [IMPLEMENTATION AND EXCLUSIONS:

1. The entities within the Department are directed to review their existing
operational policies and ensure that those policies reflect the procedures
contained within this Secretarial Directive.

2. The employees of the Correctional School District are governed by the personnel
policies set by the Board of Corrections (when convened as the Board of
Education for the Arkansas Correctional School System).



A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Department / Agency / Institution Name: Disability Determination for SSA
Contact Name: Melissa Thomas

Contact Phone: 501-371-1610

Contact Email: Melissa.Thomas@ssa.gov

Date of Submission: June 14, 2021

Please attach a copy of the program or policy as required by Arkansas Code §21-3-101.

Have any changes been made to the program or policy since your last submission?
If so, please explain the changes and provide a copy of the revised policy.

No changes in FY2021.

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.

The table below reflects DDSSA’s gender and ethnic makeup as of 06/01/2021.

Number of | Number of Total
Ethnic Origin Female Male Percentage
Employees
Employees Employees

American Indian 0 1 1 0.22%
Asian Pacific Islander 2 3 5 1.09%
Black/Not Hispanic 118 17 135 29.41%
Hispanic 8 3 11 2.40%
White/Not Hispanic 191 116 307 66.88%
Total 319 140 459 100%




21-3-101. Equal Employment Hiring Program

Statute text

(a) Every state agency, board, commission, institution of higher education, and
every constitutional officer as defined in Arkansas Constitution, Amendment 56, §
1, shall adopt and pursue a comprehensive equal employment hiring program
designed to achieve a goal of increasing the percentage of minority employees
within the agency, board, commission, institution of higher education, or
constitutional office to a level that approximates the percentage of minorities in the
state's population.

(b)(1) Every state agency, board, commission, institution of higher education, and
constitutional officer shall report to the Legislative Council on June 30 of each year
regarding its efforts to achieve its equal employment hiring program goal.

(2) However, the report required of any institution by § 6-63-103 may be used in lieu
of the report required under this subsection and shall be filed as provided in this
subsection.

Disability Determination for Social Security Administration — 0311

Disability Determination for Social Security Administration (DDSSA) uses the
worldwide Arkansas Government careers website and the agency’s internal
website to post vacant positions that will be filled internally &/or externally, in
addition to sending out an agency-wide email. On occasion, DDSSA will also use
the Arkansas Democrat-Gazette to announce positions available to external
applicants.

The following hiring procedures are in place: Those applicants that meet the
minimum qualifications for an advertised position are scheduled for the
appropriate examination, if an examination is required. All qualified applicants are
then referred to the hiring official for hiring consideration.



A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Department / Agency / Institution Name: W of CﬂUq\{

Contact Name: Ometra Okuwoash

Contact Phone: 501-682-0977

Contact Email: okuwoash@adeq.state.ar.us

Date of Submission: August 24, 2021

Please attach a copy of the program or policy as required by Arkansas Code §21-

3-101.

Have any changes been made to the program or policy since your last

submission? If so, please explain the changes and provide a copy of the revised

policy.

Please provide the information below as it relates to the agency or institution’s

current gender and ethnic makeup.

Number of | Number of
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian 0 0 0 0%
Asian Pacific
Islander 1 8 9 2.06%
Black/Not
Hispanic 20 11 31 7.09%
Hispanic 3 2 5 1.14%
White/Not
Hispanic 167 225 392 89.70% |
Total 191 | 246 | 437 100%

¢ ENViromeNT



SECTION 2: EMPLOYMENT STANDARDS

2.1 Employment-at-Will

Arkansas is an “Employment-at-Will” state. This means that an ADEQ employee may be dismissed
for any reason or no reason at all, if the dismissal is not for an illegal reason. As an ADEQ employee,
there is not an employment contract, expressed or implied, between the employee and ADEQ. The
employer and the employee both have the right to terminate employment without cause or notice at
any time. Nothing in this handbook or any other document, policy, or procedure used by ADEQ
creates either an expressed or implied right or expectation of continued employment or contract.

2.2 Equal Employment Opportunity

ADEQ is an equal employment opportunity employer and does not discriminate against employees or
job applicants based on age, race, color, sex, including pregnancy, sexual orientation and gender
identity, national origin, religion, disability, genetic orientation, or any other status or condition
protected by applicable state or federal law. Discrimination by any employee based upon age, race,
color, sex, including pregnancy, sexual orientation and gender identity, national origin, religion,
disability, genetic orientation, or any other status or condition protected by applicable state or federal
law shall constitute grounds for disciplinary action up to and including dismissal. Individuals are
hired based on qualifications for each position. All promotion decisions and other personnel actions
such as transfers, layoffs, return from layoffs, and other actions are made in accordance with Equal
Employment Opportunity principles.

2.2 (a) Americans with Disabilities Act and Reasonable Accommodation

ADEQ employees shall not discriminate against qualified individuals with disabilities and shall
provide reasonable accommodations as required by law to otherwise qualified applicants or
employees with disabilities in all employment practices, including job-application procedures, hiring,
advancement, job assignments, leaves of absence, transfers, demotions, discipline, discharge,
compensation, benefits, and job training. Employment opportunities will not be denied to an
otherwise qualified applicant or employee because of the need to make a reasonable accommodation
to the physical or mental impairment(s) of such individual. Any ADEQ employee who believes that
he or she is being discriminated against is encouraged to follow the complaint procedures outlined
below.

2.2 (b) Age Discrimination in Employment

ADEQ employees shall not fail or refuse to hire, discharge any individual, or discriminate against an
individual with respect to compensation terms, conditions, or privileges of employment because of
the individual’s age. Furthermore, ADEQ employees shall not limit, segregate, or classify employees
in any way that would deprive or tend to deprive any individual of employment opportunities or
otherwise adversely affect his or her status as an employee because of such individual’s age. Any
employee who believes that he or she is being discriminated against is encouraged to follow the
complaint procedures outlined below.

2.2 (¢) Sexual Harassment
ADEQ employees shall not sexually harass other employees. Sexual harassment is not tolerated at

ADEQ. Sexual harassment includes sexual contact as defined in the Federal Page 12 of 35



Guidelines (29 CFR Ch. X1V, subsection 1604.11), Section 703 of Title VII of the Civil Rights Act
of 1964, as amended, and the Arkansas Civil Rights Act at Arkansas Code Annotated § 16-123-101.
Sexual harassment can be physical, including unwelcome touching or gesturing. Sexual harassment
can also be verbal, including unwelcome requests for a date or sexual favors, lewd remarks, or
sounds. And, sexual harassment can be visual, including unwelcome exposure to sexual photos,
cartoons, or drawings. Federal Guidelines (29 CFR Ch. X1V, subsection 1604.11), Section 703 of
Title VII of the Civil Rights Act of 1964, as amended, and the Arkansas Civil Rights Act at Arkansas
Code Annotated § 16-123-101.

Sexual harassment is unwelcome behavior of a sexual nature that affects an individual’s
employment; unreasonably interferes with work performance; or creates an intimidating, hostile, or
offensive work environment. Any employee who believes that he or she is being harassed is
encouraged to follow the complaint procedures outlined below.

For more information, refer to the OPM Sexual Harassment policy.

When filing a discrimination or sexual harassment complaint, ADEQ employees should follow the
guidelines set forth in ADEQ’s Grievance and Dispute Resolution Rules and Procedures. For more
information, refer to Section 3.20 of this Handbook or the ADEQ Grievance and Dispute Resolution
Rules and Procedures Policy located on the G: Drive in the ADEQ Employee Handbook and
Associated Policies folder.

For more information, refer to the OPM Equal Employment Practices policy.
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A.C.A §21-3-101 Equal Employment Hiring Program Reporting

Department / Agency / Institution Name: #9904/ Arkansas Department of Education (ADE)
#500/ Division of Elementary and Secondary Education (DESE) and
#590/ Division of Career and Technicaj Education (DCTE)

Contact Name: Clemetta Hood, HR Manager
Contact Phone (501} 682-2744
Contact Email:Clemetta.Hood@ade.arkansas.gov

Date of Submission: July 9, 2021

Equal Employment Policy Statement: ADE, DESE and DCTE shall follow the spirit and intent of all federal, state and local
employment law and are committed to equal employment opportunity. ADE, DESE and DCTE are committed to providing equal
opportunity for all employees and applicants without regard to race, creed, color, religion, national origin, civil union status, gender
identity or expression, age, marital or political status, disability or handicap, sex or sexual orientation or any other category
protected by federal, state or local law or regulation. ADE, DESE and DCTE decisions, regarding recruitment, hiring, promotions,
demotions, job assignments, transfers, working conditions, scheduling, benefits, wage and salary administration, disciplinary action,
terminations and social, educational and recreational programs, or any other term or condition of employment are based solely on
the qualifications and performance of the emplayee or prospective employee. If any employee or prospective employee believes
they have been treated unfairly, they have the right to address their concern with their immediate Supervisor, Assistant
Commissioner, Deputy Commissioner of Education, Chief Fiscal Officer, Chief Operating Officer and the Director of Human

Resources.

Please provide the information below as it relates to the agency or institution’s current gender and ethnic makeup.

American indian 3 2 | 5 : 12 %

Asian Pacific Islander 1 1 2 0.5%
Black/Not Hispanic 76 18 94 229% :
Hispanic 12 1 13 3.2% ;
White/Not Hispanic 210 87 297 72.2%
Total 302 109 411 100 %

Aot .. 2]a e
Johriny Key, Sec@yofEdQc}ation " Date




A.C.A §21-3-101 Equal Employment Hiring Program Reporting

Department / Agency / Institution Name: Arkansas Department of Education (ADE)
Business Areas: 318, 500,510, 513, 519, 552, 590, 700 and 9904

Contact Name: Clemetta Hood, HR Manager
Contact Phone: (501) 682-2744
Contact Email: Clemetta. Hood@ade.arkansas.gov

Date of Submission: July 22,2021

Please provide the information below as it relates to the agency or institution’s current gender and ethnic makeup.

Ethnic Origin Numberof  Numberof ' Total Percentage
Female Male Employees
Employees Employees
American Indian q 1 2 0.4 %
Asian Pacific Islander 8 4 12 1.6%
Black/Not Hispanic 135 45 180 24.0%
Hispanic 17 2 ‘ 19 2.5%
' White/Not Hispanic 381 155 536 71.5%
; Total 542 207 749 100 %
T-22-2.0

johnny e\;, Secret

W\dﬂb Date



SECTION I — EMPLOYMENT POLICIES AND STATEMENTS

1.1 Equal Employment Opportunity Policy Statement

ADE shall follow the spirit and intent of all federal, state and local employment law and is committed to
equal employment opportunity. ADE is committed to providing equal opportunity for all employees and
applicants without regard to race, creed, color, religion, national origin, civil union status, gender identity
or expression, age, marital or political status, disability or handicap, sex or sexual orientation or any other
category protected by federal, state or local law or regulation. ADE’s decisions regarding recruitment,
hiring, promotions, demotions, job assignments, transfers, working conditions, scheduling, benefits, wage
and salary administration, disciplinary action, terminations and social, educational and recreational
programs, or any other term or condition of employment are based solely on the qualifications and
performance of the employee or prospective employee. If any employee or prospective employee believes
they have been treated unfairly, they have the right to address their concern with their immediate
Supervisor, their Assistant Commissioner, Deputy Commissioner of Education, or the Human Resources
Director.

1.2  At-Will-Employer

ADE is an “at-will” employer. Nothing in this document or policies and procedures establishes, constitutes, or
implies an employment contract, the guarantee of employment or benefits, or employment for any specific
duration. Nothing contained in ADE policies, Handbook, applications, or other documents, or the granting of
any interview or the placement in a probationary status or any other administrative act, creates a contract
between an individual and ADE for either employment or the provision of benefits. ADE does not guarantee
continued employment for any specific period of time and employment can be terminated with or without
cause and with or without notice, at any time, at the option of either ADE or the employee. Individuals hired
will be required to provide proof of eligibility to work in the United States pursuant to the Immigration
Reform and Control Act of 1986.

1.3 Non-Discrimination Policy

ADE prohibits discrimination on the basis of race, color, religion, creed, sex, age, marital status, national
origin, mental or physical disability, political belief or affiliation, veteran status, sexual orientation, genetic
information and any other class of individuals protected from discrimination under state or federal law in
any aspect of the access to employment and application for employment. Furthermore, ADE policy includes
prohibitions of harassment of employees, i.e., racial harassment, sexual harassment and retaliation for filing
complaints of discrimination.

ADE is committed to compliance with Title VII of the Civil Rights Act of 1964, Title VI of the Equal Pay Act
of 1963, Executive Order 11246 (1965), the Americans with Disabilities Act of 1990, the Vietnam-era
Veterans Readjustment Act of 1974, the Age Discrimination Act of 1975, the Age Discrimination in
Employment Act of 1967, the Family and Medical Leave Act of 1993.
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Violations of these policies will result in disciplinary action up to and including discharge. Employees who
feel they have been subject to discrimination, harassment or disrespect as prohibited above, should file a
complaint pursuant to ADE’s Uniform Grievance Procedure.

14 Harassment

It is the policy of ADE to provide an employment environment free from any form of sexual or
discriminatory harassment including harassment by speech or other expression, by action, or by
combination thereof. This policy applies to all employees.

Harassment is defined as unwelcome verbal, physical or visual conduct, relating to a protected
classification, which has the unreasonable purpose or effect of severely and pervasively interfering with an
individual's or a group of individuals' ability to participate in all and any aspect of professional life.

ADE expressly prohibits any form of harassment that is based on any protected classification including sex,
race, color, age, religion, national or ethnic origin, sexual orientation, gender identity or expression,
pregnancy, marital status, medical condition, veteran status, or disability in any decision regarding
employment and subsequent treatment of employees in accordance with the letter and spirit of federal,
state and local non-discrimination and equal opportunity laws. Any harassment may be grounds for
discipline up to and including termination.

1.5 Americanswith Disabilities Act (ADA)

The ADA Act (42 U.S.C. § 12.101 et.seq.) of 1990 is a civil rights act prohibiting discrimination against
individuals with disabilities in the offer or conditions of employment and in the participation or furnishing of
services. It does not guarantee equal results, establish quotas, or require preferences favoring individuals
with disabilities over those without disabilities. The ADA Amendments Act (ADAAA), effective January i,
2009, was adopted to restore the original intent of the ADA by providing a clear and comprehensive
national mandate for the elimination of discrimination and help tap an under-utilized employee population.

The ADA and ADA Amendments provide protection for the person with a disability from discrimination in
any employment action and requires an employer to make reasonable accommodations to aid the

individual to perform the essential duties of the job.

To be considered disabled under the ADA, a person must have a physical or mental impairment that
substantially limits one or more major life activities; have a record of such impairment; or be regarded as
having such impairment. Additionally, to be covered by the ADA, a person with a disability must be
otherwise qualified for the job, program or activity to which access is sought.

Under ADA, employment decisions must be based on an individual’s ability to perform the essential
functions of a position with or without reasonable accommodation. ADE is not required to make
accommodations that would eliminate the essential functions of the job or impose an undue hardship on
the operation of ADE. Under the ADA, for the purposes of providing reasonable accommodation, the State
of Arkansas as a whole is considered the employer and not individual agencies.

If the employee has a disability and needs an accommodation to perform his/her job duties or to receive
any regular benefit or condition of employment, the employee should make the request to his/her
supervisor verbally, in a written note or memo, or by using a special form. Any other person may assist in

11



making this request.

The law defines essential job functions as those fundamental tasks of a job, reasonably defined by the
employer; and reasonable accommodations as those changes in facilities or policies that enable an
otherwise qualified person to perform the essential job functions. An accommodation is considered

reasonable and is required if it effectively allows the person to perform the essential job tasks, while not
placing an undue hardship on the employer.

The ADA and the ADA Amendment Act provides protection for the employer from making accommodations
that are unreasonable or detrimental, operationally or fiscally. ADE is not required to create a position as
an accommodation or to shift duties from the person with a disability to another staff member resulting in

an increased workload for that employee. For additional information about the program, please contact the
Human Resources Office.

1.6 Disclosure of Health Information

Employee health records maintained by ADE will only be disclosed outside ADE as required by law.

1.7 Conflict of Interest

Employees have an obligation to conduct business within guidelines that prohibit actual or potential

conflicts of interest and shall adhere to the applicable state laws governing ethical conduct and conflict of
interest.

1.8 Disclosure of Information

All public records maintained by ADE are subject to release under the Arkansas Freedom of Information
Act (FOIA). For additional information regarding FOIA, please contact ADE Legal Services.

1.9 Minority Recruitment

ADE has developed and implemented a plan to identify job positions/grades within ADE in which
minorities are underrepresented and to recruit and employ qualified minority applicants for those
positions so as to create a balanced, desegregated staff at all levels. Members of ADE’s Leadership
Team are familiar with this policy, the philosophy behind it and their responsibility to apply these
principles in good faith for meaningful progress in the utilization of minorities. The Human Resources
Office is designated to coordinate efforts to comply with laws and regulations relating to
nondiscrimination.

1.10 Hiring Relatives Reference: OPM Policy Number 30.15

Arkansas Law prohibits the hiring of relatives by public officials and prohibits ADE employee’s
from supervising a relative. Relative is defined as:

husband, wife, mother, father, stepmother, stepfather, mother-in-law, father-in law, brother, sister,

12



stepbrother, stepsister, half-brother, half-sister, brother-in-law, sister-in-law, daughter, son,
stepdaughter, stepson, daughter-in-law, son-in-law, uncle, aunt, first cousin, nephew, or niece.

Within each state agency, no relatives of employees shall be placed within the same line of supervision
whereby one relative is in a supervisory position over the other. A temporary change in supervision resulting
in the supervision of a relative will not be considered a violation of ACA § 25-16-1001, provided the
supervision does not exceed 30 days. No hiring, firing, pay adjustments or other personnel actions may
occur during this temporary period of supervision.

If employees of the same state agency plan to marry, they must complete and sign OPM Form 050,
Marriage Disclosure of State Employees, listing both employees’ names, job titles and division in which
employed and submit the form to the employees” human resources department for review and approval.
Failure to complete this form may subject employees to termination for non-compliance. If the marriage
will result in a violation of ACA § 25-16-1002, the public official of the state agency or his designee shall
provide written notice of each of the alternatives to resolve the violation as listed below:

a. Transferring one of the employees to another position within theagency.
b. Transferring one of the employees to anotheragency.
c. The resignation of one of theemployees.
The employees shall be given the opportunity to select among the available alternatives.

If any employee of an agency suspects a violation of ACA § 25-16-1001 has occurred, they may complete
OPM Form 051, Violation of Hiring Practices/Supervision of a Relative and submit the form to the Office of
Personnel Management. OPM will determine if a violation has occurred and report such violations to the
Attorney General’s Office for resolution.

Penalties: If anyone approves a position and authorizes compensation to an employee in violation of this
law, the person will be charged with a Class A misdemeanor. A public official who knowingly violates this
law shall be subject to a civil penalty of one thousand dollars ($1,000).

1.11 Immigration Reform Control Act

ADE is committed to meeting its obligations under United States immigration law. The Immigration
Reform and Control Act of 1986 mandates all employers to maintain records documenting the identity and
eligibility to work of all reguiar and temporary employees hired after November 6, 1986.

Form I-9 is used for verifying the identity and employment authorization of individuals hired for

employment in the United States.

1.12 Veterans Preference Reference: OPM Policy 30.20

In compliance with Ark. Code Ann. §§ 21-3-302 and 303 of the State Veteran’s Preference Law, ADE gives
preference in appointment and employment for certain qualified veterans, their spouses, or the surviving
spouse of a deceased qualified veteran in hiring and employment.
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Specific Provisions
For purposes of this section, "veteran" means:

(1) A person honorably discharged from a tour of active duty, other than active duty fortraining
only with the armed forces of the United States; or

(2) Any person who has served honorably in the National Guard or reserve forces of the United
States for a period of at least six (6) years, whether the person has retired or been discharged
or not.

The veteran’s status shall be considered on questions of hiring, promotion and retention of employees. A

veteran who voluntarily submits official proof of his or her status as a veteran, disabled veteran, or a
surviving spouse of a deceased veteran who remains unmarried at the time the preference is being sought

shall be entitled to employment preference in a position over other applicants after meeting substantially
equal qualifications. The person requesting the preference must be a citizen and resident of the state.

If the examination, evaluation, or similar instrument is given to establish a list of qualified candidates to be
interviewed for a position at ADE subject to the Uniform Classification and Compensation Act and an
applicant entitled to a veteran’s preference attains a passing grade, the applicant shall have five (5) points
added to his or her final earned rating if the examination, evaluation, or similar instrument is subject to
numerical scoring.

If the examination, evaluation, or similar instrument is not subject to numerical scoring, the selection
authority shall demonstrate how veteran’s preference was applied in developing a list of qualified
candidates to be interviewed and selecting the successful candidate.

Disabled veterans, veterans over the age of fifty-five (55) and who are disabled and entitled to a pension
or compensation, or the spouse of a disabled veteran shall have ten (10) points added to his/her final
rating score.

If a veteran is not selected for a position and a numerical score was used, at the veteran’s request the
selection authority shall provide the veteran with his or her base score, adjusted score and the successful
candidate’s score.

If a scoring method other than numerical use used, at the veteran'’s request, the selection authority shall
provide all documentation to the veteran to demonstrate how the veteran’s preference was used to
develop the interview list and how the successful candidate was selected.

The selection authority is not required to provide the veteran with testing materials or any other
information concerning the successful candidate or other applicants that is not authorized for release under
the Freedom of Information Act.

Procedure

The names of candidates who have qualified in an examination, evaluation or similar instrument given for
the purpose of establishing an interview or employment list shall be entered on an appropriate register or list
of eligible candidates in the following order:

« Names of ten-point preference eligible candidates shall be placed at the head of the register
or applicant list of persons certified as having equal eligibility points;

14



- Names of five-point-preference eligible candidates shall be placed at the
head of the register or applicant list of persons certified as having equal

eligibility points; and

. Names of all other eligible candidates who do not have preference as provided
inthis
section shall be placed on the register or applicant list in accordance with
their ranking of eligibility points.

The persons entitled to preference shall not be disqualified from holding any position on
account of age or by reason of any physical disability, provided that the age or disability
does not render the person incapable to perform properly the duties of the position for

which he or she applied.

Failure to
Hire a
Veteran

If requested by the veteran applicant, a hiring official or selection authority for ADE shall
submit in writing to the veteran the reason the veteran was not (1) included on a list of
qualified candidates to be interviewed; and (2) selected for the position.

The written reason shall become a part of the employment application records of ADE
and be retained for the same period of time as all other employment applications as

established by law.

1.13 Compliance with Military Selective Service Act: OPM Policy 30.03

Purpose

The Federal Selective Service System is a means by which the United States maintains
information on those potentially subject to military conscription. Most male U.S. citizens
between the ages of 18 and 25 are required by law to have registered with the Selective
Service System within 30 days of their 18th birthday.

Specific
Provisions

A male applicant between the ages of eighteen (18) and twenty-five (25) seeking
employment with the State of Arkansas shall be registered with the Selective Service

System.

An applicant is not required to register with the Selective Service System if the person is:
under eighteen (18) years of age; In the United States armed forces on active duty,
other than in a reserve or national guard unit; An alien lawfully admitted to the United
States for so long as he or she continues to maintain a lawful nonimmigrant status in
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the United States; A permanent resident of the trust territory of the Pacific Islands or

the Northern Mariana Islands; or Excused from registration for other reason provided by
federal law and that reason is included in the certificate.

No person who is required to register with the Selective Service System shall be eligible
for employment by any agency or institution of higher education of the State of Arkansas

or for admission to any public institution of higher education unless the person has
signed a statement of selective service status.
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Count of Text Gen. Column Labels
Row Labels Female Male {blank) Grand Total
American Indian/Alaskan 7 3 10
Asian or Pacific Islander 9 15 24
Black/Not Hispanic origin 607 89 696
Hispanic 19 4 23
White/Not Hispanic origin 1092 408 1500
(blank)
Grand Total 1734 519 2253
9906, 610, 611, 612, 613, 630, 631, 0634, 490, 261
Number of
. . . Percentag
Ethnic Origin Female Number of Male Employees Total Employees .
Employees
American Indian 7 3 10 0.44%
Asian Pacific Islander 9 15 24 1.07%
Black/Not Hispanic 607 89 696 30.89%
Hispanic 19 4 23 1.02%
White/Not Hispanic 1092 408 1500 66.58%
Total 1734 519 2253 100.00%




Per the DFA Employee Handbook:

Equal Employment Opportunity
The State of Arkansas does not discriminate in access to employment opportunities or in employment

or practices on the basis of race, color, religion, sex, national origin, age, disability, or genetic

information.
Discrimination by any employee based upon race, color, religion, sex, national origin, age, disability, or

genetic information or any other status or condition protected by applicable State or federal laws shall
constitute grounds for dismissal. Individuals are hired based on qualifications for each position. All
promotion decisions and other personnel actions such as transfers, layoffs, return from layoffs, and
other actions are made in accordance with Equal Employment Opportunity principles.



Chris Racey

Pat Fitts

Director Deputy Director
Chris Colclasure : - . Roger Mangham
Duniiy Diféctor Arkansas Game and Fish Commission vty Ditecter

JULY 1, 2020 - JUNE 30, 2021
AFFIRMATIVE ACTION REPORT
(Act 1226 of 2001)

The Arkansas Game and Fish Commission makes conservation career presentations and attends
career fairs at elementary schools, high schools, and colleges to encourage students to consider
choosing a career in fisheries management, wildlife management, or wildlife enforcement. These
presentations allow students to explore and gain knowledge of the different types of career opportunities

with the commission.

The Arkansas Game and Fish Commission is a member of the Arkansas Association of Colleges and
Employers (AACE). AACE is a conglomerate of educational institutions (college relations and career
service professionals), human resources professionals, employers, and workforce development
organizations committed to ensure the success of our future, past and present college-educated

workforce.

The Arkansas Game and Fish Commission provides financial contributions to the Minorities in Natural
Resources Conservation (MINRC), which is a subcommittee of the Southeastern Association of Fish
and Wildlife Agencies (SEAFWA). These contributions help minority students attend the fall conference
where they can attend the technical and social sessions, participate in workshops, round table
discussions and attend the career information fair to learn about career opportunities in natural

resources.

The Arkansas Game and Fish Commission participates in MINRC virtual activities sponsored by
SEAFWA. The Arkansas Game and Fish Commission assists this committee by requesting Arkansas
advisors and faculty members of four-year public and private colleges and universities to distribute and
inform minority students interested in applying for a stipend to attend the SEAFWA Annual Conference.

The Arkansas Game and Fish Commission advertises job vacancies on the AGFC Website,
Handshake, Indeed.com, local newspapers, Arkansas Business, Facebook, Twitter, and other minority

groups primarily associated with colleges and universities.

The Arkansas Game and Fish Commission distributes career brochures to enhance its recruitment
efforts. The brochures are designed to encourage minorities and females to apply with our agency and

to pursue a career in the natural resources field.

In addition, the Arkansas Game and Fish Commission maintains a Workplace Diversity and Inclusion
Information page on the Website.

.,,7,»-{@:: 4-)7- 2221

Pat Fitts, Azéw/cwf}irector Date

2 Natural Resources Driva  Little Rock, AR 72205 + www.aglc.com
Phone {800) 364-4263 » (501) 223-6300 « Fax (501) 223-6448

The Arkansas Game and Fish Commission’s iission is 1o conserve and enhance Arkansas’s fish and wikiiife and their habitats
while promoling sustainable use, public understanding and support.




Ark. Code Ann. § 21-3-101
Equal Employment Hiring Program Reporting Template

pepartment / Agency / Institution Name{ Governor’s Mansion
Contact Name: Jana Hiland

Contact Phone: 501.319.6555

Contact Email: jana.hiland@arkansas.gov

Date of Submission: 07/20/2021

Please attach a copy of the program or policy as required by Arkansas Code &
21-3-101.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised

policy.

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.

Number of | Number of Total
Ethnic Origin Female Male Percentage
Employees
Employees | Employees
Amex:lcan 0 ) 0 0.00%
Indian
Asian/Pacific 0 0 0 0.00%
islander
Bla-\ck/ N-ot 0 1 1 11.11%
Hispanic
Hispanic 1 0 1 11.11%
Wl‘jlte/ l\fot 5 2 7 77.78%
Hispanic
0,
B Total 6 3 9 100.00%




EQUAL EMPLOYMENT PRACTICES
(ACT 1226 OF 2001)

Act 1226 of 2001 requires each agency, institution, constitutional officer, board or commission
to develop and implement a “...comprehensive equal employment hiring program designed to
achieve a goal of increasing the percentage of minarity employees...to a level that approximates
the percentage of minorities in the state’s population.”

The Act further requires “...a report to the Legislative Council on June 30" of each year regarding
its efforts to achieve its equal employment hiring program.” Colleges and universities already
preparing similar reports required by Ark. Code Ann. § 6-63-103 may submit that document “...in
lieu of the report required under this Act.”

AGENCY NAME AND PAYROLL NUMBER: Governor’'s Mansion 0314

SUMMARY OF ACTIONS TAKEN DURING THE PRECEDING SIX-MONTH PERIOD BY
THIS AGENCY, INSTITUTION, CONSTITUTIONAL OFFICE, BOARD OR COMMISSION
TO FACILITATE ACCOMPLISHMENT OF ITS EQUAL OPPORTUNITY HIRING
PROGRAM:

The Office of the Governor Equal Employment Practices are designed to maintain and improve
its equal employment efforts in employment practices, including recruitment, selection,
promotion, assignment, training, compensation, benefits, discipline, termination, and all
conditions of employment with the Department.

The primary objective of this plan is to ensure equality of employment opportunities for all
persons regardless of:

s Disability e Race
e Creed s Color
o Sex ® Age
e Religion

Special emphasis has been placed on the improvement of conditions which cause under-
utilization or under-representation of persons of the legally protected groups who experience
inegualities in employment.

119/ Tﬁ%@m/@/\/ﬂmﬁ

Date [ Chief of Staff, Office of the Governor




A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Department / Agency / Institution Name: Arkansas Department of Health

Contact Name: Tracy D. Bradford
Contact Phone: 501-280-4099
Contact Email: tracy.bradford@arkansas.gov

Date of Submission: August 31, 2021

Please attach a copy of the program or policy as required by Arkansas Code §21-

3-101.

Have any changes been made to the program or policy since your last

submission? If so, please explain the changes and provide a copy of the revised

policy.

Please provide the information below as it relates to the agency or institution’s

current gender and ethnic makeup.

Number of | Number of
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian 2 1 3 .15%
Asian Pacific |
Islander 31 15 46 2.25% |
Black/Not
Hispanic 459 63 522 25.55%
Hispanic 38 9 47 2.30%
White/Not
Hispanic 1,061 364 1,425 69.75%
Total 1,591 452 2,043 100%




EMP-24
Human Resources
TN # 10-03

Effective: 7-1-14
EQUAL OPPORTUNITY/AFFIRMATIVE ACTION

Policy:

The Arkansas Department of Health is an equal opportunity employer. It is the policy
of

this Agency to prohibit discrimination of any type and to afford equal employment
opportunities to employees and applicants, without regard to race, color, religion,
sex, national origin, age, disability, or veteran status. The Agency will conform to the
spirit as well as the letter of all applicable laws and regulations and will take action to
employ, advance in employment and treat qualified Vietnam era veterans and
disabled veterans without discrimination in all employment practices. The Agency

assures.

e Fair and equal opportunity in employment and service delivery regardless of
race, color, religion, sex, age, national origin, political beliefs, or disability that
impairs one or more major life activities as defined in the Americans with

Disabilities Act.

e Equal opportunity in the establishment and application of personnel policies and
procedures to include recruitment, selection, promotion, demotion, transfer,
reclassification, layoff and recall, training, termination and other benefits, terms

and conditions of employment.

« Non-discrimination and equal opportunity in compliance with all applicable
federal laws, regulations, executive orders and civil rights rules and regulations.

This policy is established to ensure equal opportunity to all employees, applicants
seeking employment, and to all persons or organizations seeking or receiving services,
contracts, agreements, grants, sub-grants, programs and projects funded through or
from the Arkansas Department of Health.

This policy applies to all aspects of the relationship between the Arkansas Department
of Health and its employees, including but not limited to:

 Recruitment

« Employment

« Promotion

* Transfer

+ Training

» Working conditions



» Wages and salary administration
« Employee benefits and application of policies

The policies and principles of equal employment opportunity also apply to the selection
and treatment of independent contractors, personnel working on ADH premises who are
employed by temporary agencies and any other persons or firms doing business for or
with ADH.



EMP-25

Human Resources
TN # 10-03
Effective: 7-1-14

Directors, managers and supervisors are responsible for implementing equal
employment practices within each Center and work unit. The Employee Relations
Section of Human Resources is responsible for the Agency’s overall compliance, and
Human Resources will maintain personnel records in compliance with applicable laws

and regulations.

Arkansas Department of Health practices that support this policy include the following:

The Agency displays posters regarding equal employment opportunity in areas highly
visible
to employees. Posters will be posted in a conspicuous place in each Arkansas

Department
of Health Local Health Unit and all other ADH facilities.

e All advertising for job applicants includes the statement “An Equal Opportunity
Employer --—--- M/F/IDN.”

e The Department will post all job openings with the required appropriate state
agency.

e The Department forbids retaliation against any individual who files a charge of
discrimination, reports harassment, or who assists, testifies or participates in an

equal employment proceeding.

e Employees are required to report to a member of management or the Employee
Relations Manager or EEO/Grievance Officer any apparent discrimination or
harassment. The report should be made within five days of the incident.

e The Employee Relations Manager should promptly notify the Department’s Legal
Services of all incidents or reports of discrimination or harassment.

Complaints

All complaints should be filed on the Complaint of Employment Discrimination (HR-
2808)

and submitted to the employee’s manager or the Agency’s Employee Relations Section
of Human Resources. Inquiries should be directed to the Employee Relations Section.



A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Department / Agency / Institution Name: House of Representatives

Contact Name:  Sherri Stacks
Contact Phone: 501-682-7771
Contact Email: sherri.stacks@arkansashouse.org

Date of Submission: 8-18-2021

Please attach a copy of the program or policy as required by Arkansas Code §21-
3-101.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised

policy.

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.

| Number of | Number of
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian ) | % |
Asian Pacific
Islander %
Black/Not
Hispanic 5 1 6 23%
Hispanic %
White/Not .
Hispanic 13 7 20 77%
Total 18 8 26 100%




D. EQUAL EMPLOYMENT OPPORTUNITY

It is the continuing policy of the House of Representatives to ensure equal employment opportunity
in all personnel actions taken. Our policy is stated as follows:

. Recruiting, hiring, training, and promoting for all jobs will be without regard to race,
religion, color, national origin, sex, veteran status, age, medical condition, or genetic
information, and will conform with all applicable laws and regulations.

Decisions on cmployment will be based solely on the individual's qualifications for the
position being filled.

!\J

3 Any promotional decisions will be based solely on the individual's qualifications as related
to the requirements of the position for which the individual is being considered.

4, All other personnel actions, such as compensation, benefits, transfers, terminations, and
layoffs, return from layoff, and training programs will be administered without regard to
race, religion, color, national origin, sex, veteran status, age, medical condition, or genetic
information.

5. The House of Representatives will treat all employees with respect and dignity and will
provide an environment free of harassment of any kind.

The Chief of Staff is responsible for this policy and for the necessary reporting and monitoring
procedures associated with it. Any complaints should be directed to his attention. This policy may
be periodically reviewed.




A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Department / Agency / Institution Name: DHS 0710

Contact Name: Damian Hicks, Chief — Office of Human Resources

Contact Phone: 501-320-6250

Contact Email: damian.hicks@dhs.arkansas.gov

Date of Submission: 05/05/2021

Please attach a copy of the program or policy as required by Arkansas Code §21-

3-101.

Have any changes been made to the program or policy since your last

submission? If so, please explain the changes and provide a copy of the revised

policy.
No

Please provide the information below as it relates to the agency or institution’s

current gender and ethnic makeup.

| Number of | Number of
Female Male Total

Ethnic Origin Employees | Employees | Employees | Percentage |

 American Indian 14 4 | 18 - 0.28% |
Asian Pacific

Islander 24 | 11 35 | 0.54% |
Biack/Not

| Hispanic 2144 441 2585 39.52%

B Hispanic 41 15 56 0.86%
White/Not

Hispanic 3039 808 3847 58.81%

Total 5262 | 1279 6541 100%




1009

II.

III.

IV.

EQUAL OPPORTUNITY POLICY

Purpose

This establishes the DHS Equal Opportunity policy. This policy is applicable to all employees,
applicants seeking employment within DHS, and to all persons or organizations seeking or
receiving services, benefits, contracts, agreements, grants, sub-grants, programs, and projects
funded through or from DHS, including employees, clients, customers, and applicants of grantees
and sub-grantees.

Assurances

(A) DHS shall provide fair and equal opportunity in employment, service delivery, and grant
administration regardless of a person’s race, color, religion, sex, age, national origin, political
beliefs, or disability as defined in the Americans with Disabilities Act.

(B) DHS shall actively promote equal opportunity through the establishment and application of
personnel policies and procedures to include: recruitment, selection, promotion, demotion,
transfer, reclassification, layoff and recall, training, termination and other benefits, and terms

and conditions of employment.

(C) DHS shall ensure non-discrimination and equal opportunity in compliance with all applicable
federal laws, regulations, executive orders, and civil rights rules or regulations.

Responsibilities and Procedures

(A) The overall responsibility for coordination of equal opportunity policies, programs, and
employment practices within DHS has been assigned to the Administrator of DHS Office of
Employee Relations and Office of Equal Opportunity (OER/OEO).

(B) Any DHS staff member who receives a written complaint of discrimination from any person
shall forward the complaint immediately to his or her division director for referral to

OER/OEO.

(C) Any DHS supervisor or manager who receives a verbal complaint of discrimination from any
person shall encourage that person to submit a written complaint. Regardless of whether the
complaint is made in writing, the supervisor or manager receiving the complaint shall provide
the person making the complaint a copy of form DHS-2808, and immediately notify his or
her division director in writing for follow-up or referral to OER/OEO as appropriate.

Complaints of Discrimination

(A) Any person to whom or entity to which this policy applies may use form DHS-2808,
Complaint of Discrimination, to file a complaint, regardless of whether the complaint directly
concerns DHS or its employees. Complaints filed using other means, such as by letter or
email, should contain substantially the same information as that requested on DHS-2808.

Effective Date: September 3, 2019 Page 1 of 2



(B) OER/OEO shall receive complaints relating to any DHS Division or Office, program, project,
service, contract, or grant, regardless of whether the person making the complaint or the
person against whom the complaint is made is an employee of DHS.

(C) OER/OEO shall establish written criteria for determining when a complaint shall be referred
to an outside agency or office, such as the U.S. Equal Employment Opportunity Commission,
the U.S. Department of Health and Human Services Office of Civil Rights, the U.S.
Department of Justice Office for Civil Rights, the U.S. Department of Labor, or other state
or federal investigative or enforcement agencies.

(D) Complaints which allege discriminatory, harassing, or retaliatory conduct by any DHS
employee shall be investigated by OER/OEO or the DHS Office of Security and Compliance
(OSC), as determined by the OER/OEO Administrator. The OER/OEQO and OSC will
conduct prompt investigations of complaints and issue written determinations of any
findings.

(E) When DHS investigates a complaint that involves a federal civil rights law over which the
U.S. Department of Justice Office for Civil Rights has jurisdiction, the U.S. Department of
Justice Office for Civil Rights retains the authority to:

(1) Conduct a supplementary or de novo investigation;

(2) Approve, modify, or reject recommended findings;

(3) Approve, modify, or reject any proposed voluntary resolution; and
(4) Initiate formal enforcement action.

(F) Complaints which are not refetred for investigation by DHS, including complaints which
allege discriminatory, harassing, or retaliatory conduct by persons who are not DHS
employees, shall be referred to other appropriate state or federal investigative or enforcement
agencies, consistent with the written criteria established in this policy.

V. Investigations

(A) Nothing in this policy shall prevent, prohibit, or delay an DHS division, office, or institution
from investigating violations of policy or monitoring compliance with contractual or grant
obligations.

(B) When a DHS employee is accused of unlawful discrimination, harassment, or retaliation
under this policy, the employing division may defer disciplinary action until resolution of the
investigation by the OER/OEO or OSC.

(C) Deferring disciplinary action for alleged discrimination, harassment, or retaliation does not

prevent a division from administering discipline up to and including termination for violation
of other DHS policy, behavior, or performance expectations.

Effective Date: September 3, 2019 Page 2 of 2



A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Department /Agency / Institution Name: Department of Inspector General

Contact Name:
Contact Phone:
Contact Email:

Date of Submission:

Please attach a copy of the program or policy as required by Arkansas Code
§21-3-101.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised
policy. No changes have been made.

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.

Number of | Number of |
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
| American Indian 0 0 0 0% |
Asian Pacific '
Islander 2 0 2 5%
Black/Not
Hispanic 11 0 11 30%
Hispanic 0 0 0 0% |
White/Not
Hispanic 15 9 24 65%
|
Total 28 9 | 37 | 100%




Department of Finance and Administration
Office of Personnel Management

Policy Title: Equal Employment Practices Policy Number: 17
Authority: Title VII of the Civil Rights Act of 1964; Ark. Code Ann. §§ 21-3-203

and 21-12-103
Revised: May 14, 2019

State agencies shall not discriminate in hiring, promoting, administering disciplinary
action, or in any other way against employees. Every agency must adopt and pursue a
comprehensive equal employment hiring program designed to achieve a goal of
increasing the percentage of minority employees within the agency to a level that
approximates the percentage of minorities in the state’s population. Agencies shall
report to the Legislative Council on June 30 of each year stating its efforts to achieve its

equal employment hiring program goal.

Agencies shall include in their personnel manual a statement that discrimination by an

officer or employee based upon race, creed, religion, national origin, age, sex, or gender
is grounds for dismissal. When it is determined by any court of law that an employee is
guilty of discrimination, such determination is grounds for dismissal from employment.

The following types of discrimination are prohibited by law:
I. Age (Age Discrimination in Employment Act)

The law protects employees who are at least forty (40) years of age or older. An agency
is prohibited from limiting, segregating, or classifying employees in any way whic
would deprive or tend to deprive any individual of employment opportunities or
otherwise adversely affect his or her status as an employee and an agency cannot reduce

an employee’s rate of pay because of age.

An agency may take adverse personnel actions against an employee if age is a bona fide
occupational qualification, reasonably necessary to the normal operations of a particular
job, or where the differentiation is based on factors other than age.

An employee may be subject to compulsory retirement if the employee:

1. Is sixty-five (65) years of age;
o. For the two-year period immediately before retirement is employed in a bona fide

executive or high policy-making position; and

3. Is entitled to an immediate non-forfeitable annual retirement benefit from
pension, savings, or deferred compensation plan, or any combination of such
plans which is an aggregate of at least forty-four thousand dollars ($44,000).

II. Disability (Americans with Disabilities Act)

Disability discrimination is when an agency does one of the following:
1. Treats a qualified individual with a disability who is an employee or applicant

unfavorably because he/she has a disability;
o. Treats an applicant or employee less favorably because he/she has a history of a

disability (such as cancer that is controlled or in remission), or

Page10f 4



Department of Finance and Administration
Office of Personnel Management

Policy Title: Equal Employment Practices Policy Number: 17

Authority: Title VII of the Civil Rights Act of 1964; Ark. Code Ann. §§ 21-3-203
and 21-12-103
Revised: May 14, 2019

3. Treats an applicant or employee less favorably because he/she is believed to have
a physical or mental impairment that is not transitory (lasting or expected to last
six months or less) and minor (even if he/she does not have such an
impairment).

The law also protects people from discrimination based on their relationship with a
person with a disability (even if they do not themselves have a disability). For example,
it is illegal to discriminate against an employee because their spouse has a disability.
The law requires an employer to provide reasonable accommodation to an employee or
job applicant with a disability, unless doing so would cause significant difficulty or
expense for the employer ("undue hardship").

III. Equal pay/compensation (Equal Pay Act)

The Equal Pay Act requires that men and women in the same workplace be given equal
pay for equal work. The jobs need not be identical, but they must be substantially equal.

IV. Genetic information (Genetic Information Nondiscrimination Act)

Genetic information includes information about an individual’s genetic tests and the
genetic tests of an individual’s family members, as well as information about the
manifestation of a disease or disorder in an individual’s family members (i.e. family
medical history). Family medical history is included in the definition of genetic
information because it is often used to determine whether someone has an increased
risk of getting a disease, disorder, or condition in the future.

V. Harassment

Harassment is unwelcome conduct that is based on race, color, religion, sex (including
pregnancy), national origin, age (40 or older), disability or genetic information.
Harassment becomes unlawful where 1) enduring the offensive conduct becomes a
condition of continued employment, or 2) the conduct is severe or pervasive enough to
create a work environment that a reasonable person would consider intimidating,
hostile, or abusive.

VI. National origin (Immigration and Nationality Act)

National origin discrimination involves treating people (applicants or employees)
unfavorably because they are from a particular country or part of the world, because of
ethnicity or accent, or because they appear to be of a certain ethnic background (even if
they are not). National origin discrimination also can involve treating people

Page 2 of 4



Department of Finance and Administration
Office of Personnel Management

Policy Title: Equal Employment Practices Policy Number: 17
Authority: Title VII of the Civil Rights Act of 1964; Ark. Code Ann. §§ 21-3-203

and 21-12-103
Revised: Mav 14. 2019

unfavorably because they are married to (or associated with) a person of a certain
national origin. Discrimination can occur when the victim and the person who inflicted

the discrimination are the same national origin.

VII. Pregnancy

Pregnancy discrimination involves treating a woman, an applicant or employee,
unfavorably because of pregnancy, childbirth, ora medical condition related to
pregnancy or childbirth.

VIII. Race/color

Race discrimination involves treating an applicant or employee unfavorably because
he/she is of a certain race or because of personal characteristics associated with race
(such as hair texture, skin color, or certain facial features). Color discrimination involves
treating someone unfavorably because of skin color complexion. Race/color
discrimination also can involve treating someone unfavorably because the person is
married to (or associated with) a person of a certain race or color. Discrimination can
occur when the victim and the person who inflicted the discrimination are the same race

or color.
IX. Religion

Religious discrimination involves treating an applicant or employee unfavorably
because of his or her religious beliefs. The law protects not only people who belong to
traditional, organized religions, such as Buddhism, Christianity, Hinduism, Islam, and
Judaism, but also others who have sincerely held religious, ethical or moral beliefs.
Religious discrimination can also involve treating someone differently because that
person is married to (or associated with) an individual of a particular religion.

X. Sex

Sex discrimination involves treating an applicant or employee unfavorably because of
that person's sex.

XI. Sexual harassment

All state agencies must develop and implement a policy concerning sexual harassment
and the resolution of such complaints. A copy of the agency or institution of higher
education policy shall be filed with the Office of Personnel Management (OPM).

Page 3 of 4



Department of Finance and Administration
Office of Personnel Management

Policy Title: Equal Employment Practices Policy Number: 17
Authority: Title VII of the Civil Rights Act of 1964; Ark. Code Ann. §§ 21-3-203

and 21-12-103
Revised: May 14, 2019

Sexual harassment is a form of discrimination and is unwelcome behavior that is either
verbal or physical in nature. What constitutes sexual harassment is:

1. Submission to the conduct is either an explicit or implicit term or condition of
employment, and/or

2. Submission to or rejection of the conduct is used as a basis for employment decisions
affecting the person who did the submitting or rejecting, and/or

3. The conduct has the purpose or effect of substantially interfering with an individual’s
work performance or creating an intimidating, hostile or offensive work environment.

Actions that may be defined as sexual harassment are not limited to the "supervisor and
employee" situation, but may include actions of coworkers, actions of the same or
opposite sex and action of individuals external to the agency, but who have contact with
employees in the work environment.

Retaliation

It is illegal to discriminate because the employee complained about discrimination, filed
a charge of discrimination, or participated in an employment discrimination
investigation or lawsuit.

Every agency must adopt and pursue a comprehensive equal employment hiring
program designed to achieve a goal of increasing the percentage of minority employees
within the agency to a level that approximates the percentage of minorities in the state’s
population. Agencies shall report to the Legislative Council on June 30 of each year
stating its efforts to achieve its equal employment hiring program goal.

Agencies shall include in their personnel manual a statement that discrimination by an
officer or employee based upon race, creed, religion, national origin, age, sex, or gender
is grounds for dismissal. When it is determined by any court of law that an employee of
this state is guilty of discrimination based upon race, creed, religion, national origin,
age, sex or gender, such determination is grounds for dismissal from employment.

For more information about the types of discrimination and prohibited practices, see
the U.S. Equal Employment Opportunity Commission website at
https://www.eeoc.gov/laws/index.cfm.
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A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Department / Agency / Institution Name: Arkansas Insurance Department

Contact Name: Tiffany Roy
Contact Phone: 501-371-2815

Contact Email; Tiffany.Rov@arkansas.gov

Date of Submission: 08-30-2021
Please attach a copy of the program or policy as required by Arkansas Code
§21-3-101.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised

policy.

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.

Number of | Number of |
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage |
| American Indian 0 0| 0 0.00%
Asian Pacific
| Islander 3 4 7 4.73%
Black/Not
Hispanic 21 3 24 16.22% |
Hispanic 0 0 0 0.00%
White/Not
| Hispanic 68 50 118 79.05%
Total 92 57 149 100.00%




A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Division of Labor and Licensing

Contact Name(s): Elva Cromwell
Contact Phone: 501-682-4546
Contact Email: elva.cromwell@arkansas.gov

Date of Submission: August 26, 2021

Please attach a copy of the program or policy as required by Arkansas Code §21-

3-101.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised

policy.

Please provide the information below as it relates to the agency or institution’s

current gender and ethnic makeup.

Number of | Number of
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian \ 1 1 2 1.0%
Asian Pacific '
Islander | 3 3 1.0%
Black/Not
Hispanic 45 13 58 22%
Hispanic 4 4 2.0%
White/Not
Hispanic 85 110 195 74%
Total 138 . 124 262 100%




Asa Hutchinson

Governor
Arkansas Department of Labor & Licensing
900 West Capitol, Suite 400 Daryl E. Bassett
Little Rock, Arkansas 72201 Secretary

www.labor.arkansas.gov

Annual EEO Plan
August 26, 2021

The Arkansas Department of Labor and Licensing is committed to providing equal employment opportunity in
all areas of employment, including recruitment, selection, hiring, training, transfers, promotions, discipline,
discharge, compensation and benefits. The department does not discriminate in its employment decisions or
practices based on race, color, religion, national origin, sex (including pregnancy, gender identity and sexual
orientation), age, disability, genetic information, or military status.

The most recent U.S Census data reflects the Arkansas population is 51% female and 49% male. The ethnic
diversity of the state’s population is 76.7% Caucasian or white; 15.3% African American or black; 7.8%
Hispanic or Latino; 1.5% Asian; 0.6% American Indian or Native Hawaiian,

The diversity of the department is outlined in the attached Equal Employment Hiring Program Reporting
Template. The department has 262 employees. The current diversity of the department is closely aligned with
the demographics of the State of Arkansas. The department’s gender diversity is 52% female and 48% male.
The overall racial breakdown cotresponds to that of the state, but the agency has identified the need to increase
the recruitment of Hispanic, Asian, and American Indian workers.

The Department of Labor and Licensing will continue to promote equal employment opportunities in the 2022
fiscal year by taking the following actions:

e The Human Resources (HR) staff will continue to assist hiring managers by creating applicant pools of
diverse qualified candidates through networking, attending job fairs, and outreach to universities,
colleges, schools and other sources.

e The HR staff will target recruitment efforts to sources for underrepresented minority applicants.

Specifically, the HR staff will rely on the collaboration and outreach activities already established by the
Labor Standards Section with the Hispanic community.

e The agency will continue the second language pay differential where appropriate in order to increase the
incentive for Hispanic applicants to accept employment offers.

e The HR staff will partner with Arkansas Rehabilitative Services to advance the hiring of persons with
disabilities.

Prepared by Elva Cromwell, Assistant Personnel Manager



Business | Business Areas Description Total Black |Hispanic |indian |Asian |White [Female |[Female |Female |[Female |Female [Male Black|Male Male  |Male Asian |Male White
Employees Black |Mispanic |Indian Asian White Hispanic |indian
0203 STATE BOARD OF ACCOUNTANCY 8 0 0 0 0 8 0 0 0 0 3 0 0 0 0 5
0205 AR APPRAISER LIC AND CERT BD 5 0 0 0 0 5 0 0 0 0 2 0 0 0 0 3
0206 AR BD ARCHITECT LAND INT DSN 3 3 0 0 0 0 3 0 0 0 0 0 0 0 0 0
0209 STATE ATHLETIC COMMISSION 5 1 0 0 0 4 1 0 0 0 1 0 0 0 1] 3
0210 AUCTIONEER'S LICENSING BOARD 2 0 0 0 0 2 0 0 0 0 2 0 0 0 0 0
0211 PROF BAIL BONDSMAN LICENSING 6 0 0 0 0 6 0 0 0 0 1 0 0 0 0 5
0212 STATE BD OF BARBER EXAMINERS 4 1 0 0 0 3 4] 0 1] 0 1 1 0 0 0 2
0221 STATE BD - COLLECTION AGENCIES 3 0 0 0 0 3 0 0 0 0 1 0 0 0 0 2
0224 CONTRACTOR'S LICENSING BD 17 1 0 1 1 14 1 0 0 1 5 0 0 1 0 g
0236 STATE BD PROF ENG & PROF SURW 8 3 1 0 0 4 2 1 0 0 2 1 0 0 0 2
0248 AR REAL ESTATE COMMISSION 16 8 0 0 0 8 7 0 0 0 8 1 0 0 Q 0
0255 AR HOME INSPECTOR REG BOARD 1 1 0 0 0 0 1 0 0 0 0 0 0 0 0 0
0258 AR TOWING AND RECOVERY BOAR 6 0 0 0 0 6 0 0 0 0 1 0 0 0 0 5
0263 FIRE PROTECTION LICENSING BD 6 0 0 0 0 6 0 0 0 0 2 0 0 0 0 4
0305 AR MANUFACTURED HOME COMM 3 0 0 0 0 3 0 0 0 0 1 0 0 0 0 2
0320 ARKANSAS MOTOR VEHICLE COMM 6 0 0 0 0 6 0 0 0 0 1 0 0 0 0 5
0390 WORKERS' COMPENSATION COMM 78 22 0 1 0 55 19 0 1 0 31 3 0 0 0 24
0800 DEPARTMENT OF LABOR 54 11 3 [i] 1 39 8 3 0 1 15 3 0 0 0 24
9910 DEPT OF LABOR AND LICENSING 31 7 0 0 1 23 3 0 0 1 8 4 0 0 0
262 58 4 2 3 195 45 4 1 3 85 13 0 1 0 110
221% 1.5% 0.8%| 11%| 74.4%| 17.2% 1.5% 0.4% 1.1% 32.4% 5.0% 0 0.4% 0 42.0%




Arkansas Legislative Audit
Equal Employment Hiring Program
Gender and Ethnic Makeup

as of June 30, 2021
Female Male Total
Ethnic Origin Employees Employees Employees Percentage
American Indian/Alaskan 1 1 0.38%
Asian or Pacific Islander 1 1 2 0.75%
Black/Not Hispanic origin 8 3 11 4.15%
Hispanic 2 2 0.75%
White/Not Hispanic origin 142 107 249 93.96%

Total 151 114 265




Arkansas Legislative Audit
Equal Employment Opportunity in Hiring
June 30, 2021

Arkansas Legislative Audit does not discriminate on the basis of race, color, national origin, sex, religion,
age, disability, or political affiliation in employment. To provide equal employment opportunity in hiring,
ALA provides an employment application template on its website, http://www.arklegaudit.gov/about-
us/employment-opportunities/default.aspx, that can be completed by anyone from across the state. ALA
recruits future college graduates, that will have 150 credit hours and be eligible to sit for the CPA exam,
by attending “meet the firm” events sponsored by colleges, universities, and professional organizations
across the state; many of these events include higher education institutions with significant minority

student populations.



Agency Utilization

Statistical information for the State of Arkansas has been retrieved from the U.S.
Census Bureau, 2019 American Community Survey 1-Year Estimates (most recent
available data). Agency employment data utilized for this report is current as of May 24,
2021 with a total of 453 individuals employed by the Department of the Military.

Note: For the purposes for this report, the percentage of individuals identifying as Asian
have been combined with the percentage identifying as Pacific Islander to provide the
required information for this report. AASIS entry does not allow for a distinction between

the two demographics.

Department of the Military — Total (Race only)

Agency
Race/Origin State Estimate | Utilization Variance
American Indian | 0.6% 0.67% 0
Asian/Pacific
Islander 1.9% 0.21% (1.69%)
Black/Non-
Hispanic 15.5% 18.1% 2.6%
Hispanic 7.7% 0.67% (7.03%)
White/Non-
Hispanic 76.7% 80% 3.3%




Equal Employment Opportunity (EEO) Hiring Program
Department of the Military

June 2021
Contact Name: Michelle Young-Hobbs
Contact Phone: 501 212-5380
Contact Email: michelle.younghobbs@arkansas.gov
Date of Submission: June 22, 2021

Introduction

Pursuant to Policy Number 17, issued by the Arkansas Department of Transformation
and Shared Services, Office of Personnel Management, all agencies shall report their
efforts to achieve the goals set forth in their equal employment hiring program to the
Legislative Council on June 30. The goals of each agency should be to achieve a
workforce that approximately reflects the minority percentage of the state.

For the purposes of this report, the demographic information for the Department of the
Military has been divided into three (3) reports in order to provide a more accurate
analysis of utilization of the separate locations of agency operations as well as the
agency as a whole.

Scope of Coverage

The equal employment opportunity is applicable to all employees of the Department of
the Military as well as all individuals who have contact with the aforementioned agency.

Agency Policy

in accordance with federal and state laws, The Department of the Military prohibits
discrimination by any employee based upon race, sex, pregnancy, religion, national
origin, disability, age, military service or affiliation, anticipated deployment with the
Reserves or National Guard, bankruptcy or bad depts, genetic information, citizenship
status, gender, or any other protected status.

The Department of the Military has established polices that prohibit discrimination,
harassment, and retaliation. Further, these policies provide a means for reporting known
or suspected undesirable behavior. Any employee who is found to have engaged in
discrimination, harassment, or retaliation by an impartial internal investigation or as a
determination of a court of law, such determination shall be grounds for termination of
employment.



Agency Employee Demographics by Primary Work Location

Department of the Military — Camp Robinson & LRAFB

Female Male Total
Ethnic Origin | Employees Employees Employees Percentage
American
indian 0 2 2 0.67%
Asian/Pacific
Islander 1 0 1 0.3%
Black/Non-
Hispanic 43 35 78 25.9%
Hispanic 1 2 3 1%
White/Non-
Hispanic 67 150 217 72.9%
Total 112 189 301 100%

Department of the Military — Fort Chaffee & Ebbing ANG Base

Female Male Total
Ethnic Origin | Employees Employees Employees Percentage
American
Indian 0 1 1 0.7%
Asian/Pacific
Islander 0 0 0 0.0%
Black/Non-
Hispanic 2 2 4 2.6%
Hispanic 0 0 0 0.0%
White/Non-
Hispanic 20 127 147 96.7%
Total 22 130 152 100%




Utilization Analysis

Areas of greatest underrepresentation continue to be in the Asian/Pacific Islander,
Hispanic, and American Indian demographics. The Department of the Military has had
nearly identical demographic reporting statistics from these subsets for the past three
fiscal years. This trend should be investigated to determine and remove barriers to
employment where possible.

Additionally, comparison of representation by other state agencies would show if this is
a situation unique to Department of the Military and if so, it would be prudent for our
human resources department to determine any specific recruiting efforts taken by those
agencies so that we may follow suit.

Over the past year, job openings have been sent via internal email, which includes not
only individuals on the arkansas.gov email servers but those who work on the federal
military servers. The positions have also been forwarded to the Army Reserve Center,
Family Readiness Center (Ft. Chaffee), and University of Arkansas — Fort Smith.

Hiring Objectives and Steps

Recruiting efforts for the upcoming fiscal year remain on the Hispanic population. Of the
three inadequately represented groups in our agency, this population has been the
lowest aggregate number of employees for the past few years.

Efforts to be taken by human resources staff in order to increase this percentage
include but are not limited to:

1) Identify barriers to the application and interview process and determine
means for accessibility (i.e. language interpreters)

2) ldentify demographic specific community groups who would be willing to
assist with posting job announcements and recruiting within their community

3) ldentify additional college career offices willing to post job announcements

4) Continue current agency practice of internal email announcement/recruitment
for open positions

Respectfully Submitted,

M@z: L‘@w{(
I iy } v g

Melissa M. Butler
EEO Officer
Department of the Military



Ark. Code Ann. § 21-3-101
Egual Employment Hiring Program Reporting Template
Department / Agency / Institution Name! Office of the Governor

Contact Name: Jana Hiland
Contact Phone: 501.319.6555
Contact Email: jana.hiland@arkansas.gov

Date of Submission: 07/20/2021

Please attach a copy of the program or policy as required by Arkansas Code §
21-3-101.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised

policy.

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.

Number of | Number of Total
Ethnic Origin Female Male Percentage
Employees
Employees | Employees
[AMEREN 0 0 0 0.00%
Indian
Asian/Pacific 0 0 0 0.00%
Islander
Black/Not a 6 10 20.41%
Hispanic
Hispanic (1) 2 2 4.08%
White/Not 22 15 37 75.51%
Hispanic
| Total 26 23 49 100.00% B




EQUAL EMPLOYMENT PRACTICES
(ACT 1226 OF 2001)

Act 1226 of 2001 requires each agency, institution, constitutional officer, board or commission
to develop and implement a “...comprehensive equal employment hiring program designed to
achieve a goal of increasing the percentage of minority employees...to a level that approximates
the percentage of minorities in the state’s population.”

The Act further requires “...a report to the Legislative Council on June 30t of each year regarding
its efforts to achieve its equal employment hiring program.” Colleges and universities already
preparing similar reports required by Ark. Code Ann. § 6-63-103 may submit that document “...in
lieu of the report required under this Act.”

AGENCY NAME AND PAYROLL NUMBER: Office of the Governor 0034

SUMMARY OF ACTIONS TAKEN DURING THE PRECEDING SIX-MONTH PERIOD BY
THIS AGENCY, INSTITUTION, CONSTITUTIONAL OFFICE, BOARD OR COMMISSION
TO FACILITATE ACCOMPLISHMENT OF ITS EQUAL OPPORTUNITY HIRING
PROGRAM:

The Office of the Governor Equal Employment Practices are designed to maintain and improve
its equal employment efforts in employment practices, including recruitment, selection,
promotion, assignment, training, compensation, benefits, discipline, termination, and all
conditions of employment with the Department.

The primary objective of this plan is to ensure equality of employment opportunities for all
persons regardless of:

e Disability ¢ Race

e Creed e Color
Sex e Age
Religion

Special emphasis has been placed on the improvement of conditions which cause under-
utilization or under-representation of persons of the legally protected groups who experience
inequalities in employment.

giali Hr T s /

Chi:a\{‘/m‘c Staff, Office of the Governor\fg

Date ‘




A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Department / Agency / Institution Name: Office of Lt. Governor Tim Griffin
Contact Name: Carl Vogelpohl

Contact Phone: 501-682-2144

Contact Email: carl.vogelpohi@arkansas.gov

Date of Submission: 6-15-2021

Please attach a copy of the program or policy as required by Arkansas Code
§21-3-101.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised
policy.

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.

Number of | Number of
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian ) %
Asian Pacific
Islander %
Black/Not
Hispanic %
Hispanic %
White/Not
Hispanic 1 1 2 100%
Total 1 1 2 100%




GENERAL

NOTE: Below are some general office policies. The below policies are not all-
encompassing. If there is a question regarding a policy that is not outlined below,
please see the Chief of Staff.

ANTI-DISCRIMINATION

The Office of Lieutenant Governor is an Equal Employment Opportunity
employer. All individuals regardless of race, color, creed, sex, age, national origin,
religion, veteran status, or disability are welcome to seek employment with this
office. The Office of Lieutenant Governor will provide equal opportunity to all
employees, applicants, and program beneficiaries; provide equal opportunity
advancement of employees; provide program and employment facilities which
are accessible to the disabled; and administer its programs in a manner which
does not discriminate against any person because of race, color, creed, sex, age,
national origin, religion, veteran status, or disability.

CONFLICTS OF INTEREST

Employees and interns have an obligation to conduct business within guidelines
that prohibit actual or potential conflicts of interest and shall adhere to the
applicable state laws governing ethical conduct and conflict of interest. If for any
reason an employee or intern has questions about whether a course of conduct
would comply with applicable laws and ethical guidelines, such questions should
be directed to the Chief of Staff.

DISCLOSURE OF INFORMATION/FOIA MATTERS

The materials, products, plans, ideas, and data of this office are the property of
the Office of Lieutenant Governor and should never be given to an outside firm or
individual except through normal channels and with appropriate authorization.
Any improper transfer of material or disclosure of information, even though it is
not apparent that an employee has received personal gain through such action,
constitutes unacceptable conduct. Any employee who discloses confidential
information will be subject to disciplinary action including possible termination
of employment.

The Office of Lieutenant Governor may have a legal duty to disclose or allow
inspection of certain records under the Arkansas Freedom of Information Act
(FOIA). Any employee who receives a request for records or information
(whether by mail, fax, phone, or email) under the FOIA must IMMEDIATELY
forward the request to the Chief of Staff for an appropriate response.

Remember, all records are subject to the FOIA, so it is of the utmost importance
that employees and interns use discretion in all of their communications. If you




A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Department / Agency / Institution Name: Arkansas Department of Parks,
Heritage and Tourism

Contact Name: Debbie Biggs
Contact Phone:501.324.9584
Contact Email: debbie.biggs@arkansas.gov
Date of Submission:9/7/2021

Please attach a copy of the program or policy as required by Arkansas Code
§21-3-101.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised
policy. The Department has been working on creating a new department-wide
Employee Handbook and this policy was revised during that process. Policy is
attached.

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.

Number of | Number of
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian 6 1| 7 0.96% |
Asian Pacific '
Islander 1 B 4 5 0.68%
Black/Not
B Hispanic 32 18 50 6.86%
B Hispanic 2 3 5| 0.68%
White/Not
Hispanic 302 360 662 90.82%
Total 343 386 729 100%




AFFIRMITIVE ACTION/EQUAL OPPORTUNITY POLICY

The Arkansas Department of Parks, Heritage and Tourism (ADPHT) does not discriminate in
access to employment opportunities or in employment or practices on the basis of race, color,
religion, sex, national origin, age, disability, or genetic information.

Equal employment opportunity applies to all terms and conditions of employment, including
hiring, placement, promotion, termination, layoff, transfer, leave of absence, compensation,
and training

ADPHT expressly prohibits any form of unlawful employee harassment or discrimination based
on any of the characteristics mentioned above. Improper interference with the ability of other
employees to perform their expected job duties is not tolerated.

ADPHT will endeavor to make a reasonable accommodation of an otherwise qualified applicant
or employee related to an individual’s physical or mental disability, sincerely held religious
beliefs and practices, and/or any other reason required by applicable law, unless doing so
would impose an undue hardship upon the ADPHT business operations.

Retaliation in any form against individuals who raise issues of equal employment opportunity
will not be tolerated. Retaliation is adverse action taken because an individual reported an
actual or a perceived violation of this policy, opposed practices prohibited by this policy, or
participated in the reporting and investigation process described below. “Adverse action”
includes but is not limited to:

o Termination
Demotion
Denial of promotion
Unjustified negative evaluations
Harassment
Express or implied threats or intimidation

O 0 O O O

Employees with questions or concerns about equal employment opportunities in the workplace
are encouraged to bring these issues to the attention of ADPHT Human Resources.



A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Department / Agency / Institution Name: Office of the Prosecutor Coordinator
Contact Name: Terri Isaac

Contact Phone: 501-682-3682 or 501-952-1001 cell

Contact Email: Terri.isaac@arkansas.gov

Date of Submission: 8/19/21

Please attach a copy of the program or policy as required by Arkansas Code
§21-3-101.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised
policy. No

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.

Number of | Number of
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian 0 0%
Asian Pacific
Islander 0 0%
Black/Not
Hispanic - 0 0%
Hispanic 0 0% |
White/Not
Hispanic 8 5 13 100%
Total 8 5 13 100%




LR

Office of the Prosecutor Coordinator

Prosecution Coordination Commission
Equal Employment Hiring Policy

APPLICABILITY. This policy applies to the Prosecutor Coordinator’s Office (PCO) and the
Prosecution Coordination Commission (PCC) employees.

POLICY. The PCO and PCC are equal opportunity employers providing equal employment
opportunities without regard to race, color, gender, creed, religion, age, genetic
information, national origin, disability or other biases prohibited by State or Federal law.
This commitment is supported by practical good faith efforts to implement and maintain a
policy and practice of employing minority group members, women, and members of other
protected classes, on a non-discriminatory basis. This policy and practice relates to all
phases of employment, including, but not limited to recruiting, hiring, placement,
promotion, transfer, layoff, recall, termination, rates of pay or other forms of compensation,
training, use of facilities and participation in PCO/PCC-sponscred employee activities and
programs. The PCO and PCC desire to employ individuals who are dependable, sincerely
interested in serving the agency mission, and who can handie agency mattersin a
professional manner. PCO and PCC will comply with the non-discrimination provision of all
applicable State and Federal regulations and all personnel actions will be carried out on a
non-discriminatory basis. The following types of discrimination are prohibited by law: age,
disability, equal pay/compensation, genetic information, harassment, national origin,
pregnancy, race/color, religion, retaliation, sex, and sexual harassment.

GUIDELINES.

A. Information Dissemination. Supervisors and managers are responsible for implementing
and administering this policy, applying these principles in good faith for meaningful
progress in the employment of minorities, women and members of other protected
classes. Following are some ways in which the PCO and PCC Equal Employment
Opportunity (EEO) policy statement will be communicated:

1. The policy statement will be referenced in all issues of employment handbook.
2. Job openings will be posted on the Arkansas Government Jobs wed site, and PCO’s
social media sites when deemed appropriate.

B. Additional information about federal employment faw is summarized on the posters
titled: “Equal Employment Opportunity is the Law”, “Your Rights” at the PCO office.

C. Implementing and administering the EEO Program/Affirmative Action Plan.

1. PCO supervisors must monitor employment trends.

2. PCO supervisors will confer to understand and meet EEO/Affirmative Action
Program responsibilities.

3. Special attention will be given to recruiting efforts for positions that are difficult to
fill and/or have an under representation of minorities and women.



4. Increased emphasis will be given to seeking and encouraging applicants from
minority groups where such applicants with the necessary qualification or potentials

are available.
5. Supervisors are encouraged to employ qualified minority group individuals in

available positions.
6. Supervisors will ensure minority group employees receive equal consideration
whenever promotional or incentive opportunities occur.

D. Hiring, Placement, Promotions, Lay-off, Recall, Retention, Termination. The PCO and PCC
recognizes that to accomplish the long-range objectives of this EEO/Affirmative Action
Program, action must be taken to ensure that job opportunities of all kinds are made
available to members of minority groups and communities and that qualified members
of minority groups should be offered positions on the same basis as all other applicants
or employees. To assure achievement, employment practices will be reviewed
periodically.

E. Compensation. All employees will receive compensation in accordance with the same
standards. Opportunities for performing overtime work or otherwise earning increased
compensation, when available, will be afforded to all qualified employees.



A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Department / Agency / Institution Name: Arkansas PBS/ 0516

Contact Name: Kim Finne

Contact Phone: 501-682-0316

Contact Email:

Date of Submission:

Please attach a copy of the program or policy as required by Arkansas Code

§21-3-101.

6/1/21

kfinne@myarkansaspbs.org

Have any changes been made to the program or policy since your last

submission? If so, please explain the changes and provide a copy of the revised

policy.

Please provide the information below as it relates to the agency or institution’s

current gender and ethnic makeup.

| Number of | Number of
Female Male Total
| Ethnic Origin Employees | Employees | Employees | Percentage
American Indian 1 0 1 1%
Asian Pacific
Islander 3 0 3 3.1%
Black/Not
Hispanic 9 6 15 15.3%
Hispanic 1| 1 2 2%
White/Not
Hispanic 33 44 77 78.6% |
Total 47 51 98 100%




ARKANSAS PBS
ADMINISTRATIVE GUIDE

REVISION:  2/27/20 DATE: 9/14/2011
PAGE: 1of 1

SECTION: HUMAN RESOURCES
AREA: ADMINISTRATION
SUBJECT: DIVERSITY

PURPOSE

Arkansas PBS is committed to creating a working environment that values, respects, and utilizes the contribution
of our staff from diverse backgrounds and experiences.

SCO
All Employees

DEFINITIONS

“Diversity” encompasses a broad range of characteristics, including but not limited to gender, race, ethnicity,
religion, national origin and economic status.

POLICY

The Public Broadcasting Act of 1967 was implemented to serve all segments of our diverse national society.
Arkansas PBS furthers that goal by enhancing public access to a full range of ideas and viewpoints for Arkansans
to stay informed about the issues of our time. In controversial matters Arkansas PBS assures fairness by offering
different points of view and diverse group representation, including women, minorities and the underserved.

Arkansas PBS fosters a diverse workforce by recruiting and hiring diverse candidates, welcoming suggestions from
all employees on better ways to reach Arkansas PBS’s objectives and encouraging teamwork to maximize the
contributions of every segment of our employee population. We value each member of Arkansas PBS’s team and
offer an environment in which everyone can achieve his or her full potential. Diversity makes us stronger and
better able to serve the state’s population. In addition, it helps make Arkansas PBS a great place to work.

Arkansas PBS diversity recognizes all of us and our individual talents. This includes all aspects of life -- race,
gender, background, interest, preferences -- and relates to how we treat each other. At Arkansas PBS we are
committed to civil behavior, respect, and team participation available to all.

Arkansas PBS management regularly reviews and reports to the Arkansas PBS Commission on applicant and
employee statistics. We strive to reach all sections of the state population we serve and mirror that population as
much as possible in our workforce. Reports are also posted on Arkansas PBS’s internal bulletin board and web
page for external viewers. Our goals include reflecting the state’s workforce diversity in our employees,
management and Commission.



A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Department /Agency / Institution Name: DPS
Contact Name: Phillip Warriner

Contact Phone: 618-8193

Contact Email: Phillip.warriner@asp.arkansas.gov

Date of Submission: 09/07/2021

Please attach a copy of the program or policy as required by Arkansas Code
§21-3-101.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised

policy.

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.

Number of | Number of \
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian 3 2 5 37% |
Asian Pacific
Islander 4 5 9 | 67%
Black/Not
Hispanic 110 87 197 14.75% |
Hispanic 11 13 24 1.80% |
White/Not
Hispanic 424 677 1101 82.41%
Total 552 784 1336 100%




ARKANSAS DEPARTMENT OF PUBLIC SAFETY

Section 106 — Administrative/Fersonnel

POLICY NO. 101 - EQUAL EMPLOYMENT OPPORTUNITY

Effective Date: Distribution:

6/19/2020 All DPS employees

Revision Effective Date: Replaces:

6/19/2020 e ACIC Personnel Policy — Section 1, Hiring and Employment

Practices, Equal Opportunity Employment paragraph (pg. 1)

e ADEM EEO/AA Policy
ASCL Personnel Handbook 1 — Introduction (second paragraph
on pg. 4), 2.1.1 Discrimination (pg. 5)

e ASP GEN SEC 7 — Equal Employment Rights

e CLEST Policy 011 — Equal Employment

e Any division policy or procedure that conflicts with this policy

Applicable Federal Statutes/Guidelines: Applicable State Statutes/Guidelines:

e Title VII of the Civil Rights Act of 1964 e A.CA.§§21-3-203 and 21-12-103

e Age Discrimination in Employment Act of
1967

¢ Americans with Disabilities Act

e Equal Pay Act

e Genetic Information Nondiscrimination

Act of 2008
e Immigration Reform and Control Act of
1986
e The Pregnancy Discrimination Act
Approved By:  Jami L. Cook, Secretary | Date Approved:  6/19/2020
I. Purpose

The purpose of this policy is to promote and maintain equal employment of minority and
protected classes within the Department.

II. Policy
A. [Itis the policy of the Department to recruit, select, hire, train, transfer, upgrade/promote,
and discipline without regard to race, color, religion, national origin, age, sex, disability,
genetic information, or any other non-merit-based factor.

B. The Department will work to continually improve recruitment, employment, career
development, and promotional opportunities for all employees, with the intent of
increasing the percentage of minority employees to a level that approximates the
percentages within the state’s population.

C. The identification, qualification, evaluation, or selection of candidates for promotions
within the Department will be based solely on job-related criteria.



D. Discrimination by any Department employee based upon race, color, religion, national
origin, age, sex, disability, genetic information, or any other factor not related to the
employee’s job duties and responsibilities will result in disciplinary action and is grounds
for dismissal.

E. When it is determined by any court of law that a Department employee is guilty of
discrimination, such determination is grounds for dismissal.

F. The Department will comply with all State and Federal law regarding equal employment,
including, but not limited to:

1. The Age Discrimination in Employment Act of 1967 (ADEA);

Under the ADEA, it is unlawful to discriminate against a person because of his or
her age.

2. The American with Disabilities Act (ADA);

Under the ADA, it is unlawful to discriminate against a person based on disability
or relationship with an individual with disabilities.

3. The Equal Pay Act (EPA);

The EPA requires that men and women in the same workplace be given equal pay
for equal work. The jobs need not be identical, but they must be substantially equal.

4. The Genetic Information Nondiscrimination Act of 2008 (GINA);

Under the GINA, it is unlawful to discriminate against employees or applicants
because of genetic information.

5. The Civil Rights Act of 1964;

Under the Civil Rights Act, it is unlawful to discriminate against a person based
on their race, color, religion, sex, or sexual orientation.

6. The Immigration Reform and Control Act of 1986 (IRCA); and

Under the IRCA, it is unlawful to treat a person unfavorably because they are, or
are married to, a person from a particular country or part of the world, because of
ethnicity or accent, or because they appear to be of a certain ethnic background
(even if they are not.)

7. The Pregnancy Discrimination Act (PDA).

Under the PDA, it is unlawful to treat a woman unfavorably based on pregnancy
when it comes to any aspect of employment, including hiring, firing, pay, job
assignment, promotion, layoff, training, fringe benefits, or any other term or
condition of employment.

101 — Equal Employment Opportunity Revision Date: 6/19/2020




G. Itisillegal to discriminate against an employee because the employee complained about
discrimination, filed a charge of discrimination, or participated in an employment
discrimination investigation or lawsuit.

H. The Department’s Human Resources Section will operate as the Department’s EEO
officer and will coordinate and maintain an EEO plan to ensure equality in all

employment matters.

I. Supervisors and Human Resources personnel will complete all Office of Personnel
Management training related to Equal Employment.

J. Reporting Discrimination

1. Employees should contact their supervisor or the Department’s Human Resources
section for technical questions, problems, or complaints about this policy.

2. Employees who believe they have been the victim of discrimination should
immediately report the incident(s) to their supervisor so that steps can be taken to
protect the employee from further discrimination. When it is not practical for the
employee to report discrimination to their immediate supervisor, the report should
immediately be made to another supervisor in the employee’s chain of command.

3. Supervisors will document all allegations of discrimination and file a complaint.

4. Discrimination complaints will be investigated pursuant to the Department’s
Disciplinary Matters Policy (DPS 112).

5. No employee will be retaliated against for filing a complaint of discrimination or
for assisting, testifying, or participating in the investigation of such a complaint.

6. Appeals will be handled pursuant to the Department’s Grievance Process Policy
(DPS 113).

K. Nothing in this policy prevents an employee from pursuing legal or other action outside
of the Department.

101 — Equal Employment Opportunity Revision Date: 6/19/2020




A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Department / Agency / Institution Name: Public Service Commission

Contact Name: Vikki Hearn

Contact Phone: 682-1335

Contact Email: Vikki.moore@arkansas.gov

Date of Submission: 6/1/2021

Please attach a copy of the program or policy as required by Arkansas Code

§21-3-101.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised

policy.

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.

Number of | Number of
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian 0 0 | 0 0%
Asian Pacific t '
Islander 1 1 2 2.0%
Black/Not
Hispanic 18 | 2 20 21.0%
| Hispanic 0 1 1 1.0%
White/Not
Hispanic 35 39 74 76.0%
Total 54 | 43 97 | 100.0%




EQUAL EMPLOYMENT OPPORTUNITY POLICY

The Arkansas Public Service Commission prohibits employment practices that
discriminate against any individual based upon race, color, religion, gender, age,
national origin, handicap, or political affiliation. Such discrimination by any employee,
including a determination by any court of law of such discrimination, shall constitute
grounds for dismissal.



A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template
Department / Agency / Institution Name:
Contact Name: /4/)n [Iaf/) e / / - mafa U(V?LS
Contact Phone: S0 /- (83 - 995/ 50/ e8> 5’95?—
Contact Email: Apn. dormwel/ @ Jenate. arqov Tamoee. Loens @ Upate. ar: 0
Date of Submission: J7,.p g, RO/

Please attach a copy of the program or policy as required by Arkansas Code
§21-3-101.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised

policy.

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.

Number of | Number of
Female Male Total
Ethnic Origin Employees | Employees | Employees A Percentage
American Indian %
Asian Pacific
Islander %
Black/Not —
Hispanic I7L / S 3% dé o
Hispanic %
White/Not
Hispanic (p Z ? ! .54 %
Total - S /3 | 100 %




STAFF EMPLOYMENT

Nature of Employment — Employment at Will

Employment with the Arkansas Senate is voluntarily entered into, and the employee is free to
terminate the employment relationship at anytime, with or without notice or cause and for any
reason or no reason at all. Employment with the Arkansas Senate is employment-at-will. The
Arkansas Senate may terminate the employment relationship at will at any time, with or without
notice or cause, so long as there is no violation of applicable federal or state law. This manual is
not intended to create a contract and should not be construed to constitute a contractual
obligation of any kind or a contract of employment between the Senate and any of its employees.
No employee, supervisor or Senate representative is authorized to represent to any employee that
he or she is employed by the Senate on any other basis than as an at-will employee. No
employee should ever interpret any person's remarks or anything contained in this manual as a
guarantee of continued employment or that the person is employed on any basis other than as an
at-will employee. The provisions of this manual may be amended or canceled at any time at the
Director of the Senate-Secretary of the Senate's sole discretion.

Equal Employment Opportunity

The Arkansas Senate does not discriminate in employment opportunities or practices on the basis
of race, color, religion, sex, gender, national origin, age, disability, genetic information or any
other characteristic protected by law. This policy governs all aspects of employment, including
selection, job assignment, compensation, discipline, termination and access to benefits.

Any employee with questions or concerns about this specific policy or any type of discrimination
in the workplace is encouraged to bring these issues to the attention of their immediate
supervisor and/or the Director of the Senate-Secretary of the Senate.

The Senate complies with the requirements of Title VII of the federal Civil Rights Act of 1964
and its amendments, the Age Discrimination in Employment Act of 1967 (ADEA), the
Americans with Disabilities Act of 1990 and the ADA Amendments Act of 2008 (collectively,
the ADA), Title II of the Genetic Information Nondiscrimination Act of 2008 (GINA), the
Arkansas Civil Rights Act, Arkansas Code §21-12-103, and all other applicable federal and state
antidiscrimination laws. Under the Arkansas Civil Rights Act, discrimination by any officer or
employee of the state based upon race, color, religion, sex, gender, national origin, age, disability
or genetic information constitutes grounds for dismissal.

Nonpartisan Employment

The Arkansas Senate is a nonpartisan staff organization and therefore in hiring new employees,
the Arkansas Senate will select the best nonpartisan applicant for each position.



A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Commerce / AR State Bank Department / Institution Name:
Contact Name: Jessica Wallace

Contact Phone: 501-683-3214

Contact Email: jwallace@banking.state.ar.us

Date of Submission: August 24, 2021

Please attach a copy of the program or policy as required by Arkansas Code
§21-3-101.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised

policy.

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.

Number of | Number of
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage |
American Indian 0 0%
Asian Pacific
Islander : 3 3 4%
Black/Not
Hispanic 2 2 4 6%
Hispanic %
White/Not
Hispanic 16 49 65 90%
Total 18 54 72 | 100%




A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

State Board of Election Commissioners
Contact Name:  Daniel Shults

Contact Phone: 501-682-1013

Contact Email: Daniel.shults@arkansas.gov

Date of Submission: June 30, 2021

Please attach a copy of the program or policy as required by Arkansas Code §21-
3-101.

The State Board of Election Commissioners follows the EEO policy
developed and adopted by the Office of Personal Management.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised

policy. NO

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.

Number of | Number of f
Female Male Total |
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian 0 0 0 ll 0% |
Asian Pacific ’ |
Islander 0 0] 0 0%
Black/Not
Hispanic 1 0] 1 14.3%
Hispanic 0 0 0 0% |
White/Not
| Hispanic 3 3 6 85.7%
Total 4 3 7 100%




A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Department / Agency / Institution Name: Arkansas State Claims Commission

Contact Name: Kathryn Irby
Contact Phone: 501-682-2822
Contact Email: kathryn.irby@arkansas.gov

Date of Submission: 6/7/2021

Please attach a copy of the program or policy as required by Arkansas Code
§21-3-101. Please see attached.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised

policy. No.

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.

Number of | Number of
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian % |
Asian Pacific
Islander %
Black/Not
Hispanic 2 2 40%
Hispanic 1| 10%
White/Not
Hispanic 3 2 50%
Total | 100%




ARKANSAS STATE CLAIMS COMMISSION

KATHRYN IRBY

(501) 682-1619
DIRECTOR

FAX (501) 682-2823

101 EAST CAPITOL AVENUE
SUITE 410

LITTLE ROCK, ARKANSAS
72201-3823

Equal Employment Hiring Practices Policy

The Arkansas State Claims Commission shall not discriminate in hiring, promoting,
administering disciplinary action, or any other way against employees based on their race, creed,
religion, national origin, age, sex, or gender. This is in accordance with federal law, which provides
that it is illegal to discriminate against a job applicant or an employee because of the person’s race,
color, religion, sex (including pregnancy), national origin, age (40 years or older), disability, or
genetic information. Federal law also provides that it is illegal to discriminate against a person
because the person complained about discrimination, filed a charge of discrimination, or
participated in an employment discrimination investigation or lawsuit.

The goal of the Arkansas State Claims Commission shall be to utilize an equal employment
hiring program to approximate the percentage of minorities in the state’s population, according to
the most recent United States Census data.

Effective as of September 26, 2019



A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Department / Agency / Institution Name: ADE / 0519 / Arkansas State Library
Contact Name: Trish Luckadue

Contact Phone: 501-682-2853

Contact Email: trish.luckadue@ade.arkansas.gov

Date of Submission: 07/20/2021

Please attach a copy of the program or policy as required by Arkansas Code §21-
3-101. Arkansas State Library’s affirmative action policy starts on page 3.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised

policy.

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.

Arkansas State Library — Regular Full Time Employees
Fiscal Year 2021 - June 30, 2021
Number of | Number of
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian _ 0%
Asian Pacific 1 1 2%
Islander
Black/Not 2 1 3 9%
Hispanic .
Hispanic 0%
White/Not 25 6 31 89%
Hispanic
Total 28 7 | 35 100%




Arkansas State Library — Extra Help Employees
Fiscal Year 21 - June 30, 2021

Number of | Number of
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian %
Asian Pacific %
Islander
Blz?ck/ N-ot 5 2 50%
Hispanic
Hispanic %
White/Not 1 1 2 50%
Hispanic
1 3 4 100%

Total




Arkansas State Library

900 West Capitol, Suite 100 - Little Rock, Arkansas 72201

Office of Administration (501) 682-1527

AFFIRMATIVE ACTION POLICY

Equal Emplovment Opportunity Policy Statement

In keeping with the nondiscriminatory employment policy of the State Library Board, it is the
policy of the Arkansas State Library to provide equal employment opportunities to all applicants
without regard to race, color, sex, religion, national origin, ancestry, or handicap. It is illegal and
against the policies of this agency for any employee, male or female, to sexually harass another
employee. It is also the policy of this agency to assist current employees in achieving additional
training on an equitable basis in order to qualify for better positions in state government, either in
this agency or some other agency. All present and future employees are assured that all
personnel actions such as promotions, compensations, benefits, transfers, terminations, rehires,
training, and education will not be determined on the grounds of race, color, sec, national origin,

political or religious affiliations, or handicap.

The employment of state agency personnel concerns all citizens of the State of Arkansas and
it is recognized that minorities and females should be fully represented on the Arkansas State
Library staff. It shall be the policy of this Division to comply with provisions of all State and
Federal laws and applicable regulations by assuring that no personnel shall be excluded from
consideration for recruitment, selection, training, promotion, or any other action pertaining to
personnel, or be denied any benefits on the grounds of political or religious affiliations, or
because of race, color, sex, handicap, or national origin (except where sex is a bona fide

occupational qualification).



The State Library Board will be responsible for insuring that employees receive a copy of this
policy statement and are informed of the Affirmation Action Plan of the State board of

Education.

The Administrative Services Manager shall be the person serving as the Affirmative Action
Officer for the Arkansas State Library and will monitor implementation of the program for the
agency. An investigation will be made by the Affirmative Action Officer of any complaint of
employees who believe they have been discriminated against. Complaints will be handled in a
confidential manner using the approved procedure developed and approved in accordance with

the Affirmative Action Plan of the Department of Education, General Division.

Employees of the Arkansas State Library who deliberately fail to adhere to Equal
Employment Opportunity Policies and the Affirmative Action Program will be subject to
disciplinary action. Each employee’s evaluation will include an assurance that the employee is
familiar with the Affirmative Action Plan, and if in a supervisory position, that the employee has

made every effort to implement equal employment opportunity.

Carolyn Ashcraft
State Librarian

Arkansas State Library



A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Department / Agency / Institution Name: Arkansas Teacher Retirement System
Contact Name: Vicky Fowler

Contact Phone: (501) 682-2391

Contact Email: vickyf@artrs.gov

Date of Submission: 07/14/2021

Please attach a copy of the program or policy as required by Arkansas Code §21-
3-101.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised

policy.

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.

Number of | Number of
Female |Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian 0 0 0 0%
Asian Pacific
Islander 1 1| 2 3% |
Black/Not '
Hispanic 7 4 11 15%
Hispanic 1 0 1 1%
White/Not
Hispanic 38 21 59 81%
Total 47 26 73 100%




Arkansas Teacher Retirement System

Policy Title: ATRS Equal Employment Opportunity Policy

Purpose

ATRS is an equal opportunity employer. In accordance with anti-discrimination law, it is
the purpose of this policy to effectuate these principles and mandates. ATRS prohibits
discrimination and harassment of any type and affords equal employment opportunities
to employee and applicants without regard to race, color, religion, sex, age, national
origin, disability status protected veteran status, or any other characteristic protected by
law. ATRS conforms to the spirit as well as to the letter of all applicable laws and

regulations.
Persons Covered/Applicability

The policy of equal employment opportunity (EEO) and anti-discrimination applies to all
aspects of the relationship between ATRS and its employees, including:

e Recruitment

e Employment

e Promotion

e Transfer

¢ Training

¢ Working conditions

e Wages and salary administration

e Employee benefits and application of policies

The policies and principles of EEO also apply to the selection and treatment of
independent contractors, personnel working on our premises who are employed by
temporary agencies and any other persons or firms doing business for or with ATRS.

Dissemination and Implementation of Policy

Human Resources administers our EEQO policy fairly and consistently by:



Posting all required notices regarding employee rights under EEO laws in areas
highly visible to employees.

Advertising for job openings with the statement "We are an equal opportunity
employer and all qualified applicants will receive consideration for employment
without regard to race, color, religion, sex, national origin, disability status,
protected veteran status, or any other characteristic protected by law.

Posting all required job openings on appropriate websites.

Forbidding retaliation against any individual who files a charge of discrimination,
opposes a practice believed to be unlawful discrimination, reports harassment, or
assists, testifies or participates in an EEO agency incident.

Requires employees to report to a member of management, an HR
representative or the general counsel any apparent discrimination or harassment.
The report should be made within 48 hours of the incident.

Promptly notifies the general counsel of all incidents or reports of discrimination
or harassment and takes other appropriate measures to resolve the situation.

Harassment

Harassment is a form of unlawful discrimination and violates ATRS policy. Prohibited
sexual harassment, for example, is defined as unwelcome sexual advances, request for
sexual favors and other verbal or physical contact of a sexual nature when:

Submission to such conduct is made either explicitly or implicitly a term or
condition of an individual's employment.

Submission to or rejection of such conduct by an individual is used as the basis
for employment decisions affecting such individuals.

Such conduct ha the purpose or effect of substantially interfering with an
individual's work performance or creating an intimidating, hostile or offensive
working environment.

Harassment also included unwelcome conduct that is based on race, color, religion, sex
(including pregnancy), national origin, age (40 or older), disability or genetic information.
Harassment becomes unlawful where;

Enduring the offensive conduct becomes a condition of continued employment,
or



o The conduct is severe or pervasive enough to create a work environment that a
reasonable person would consider intimidating, hostile, or abusive.

ATRS encourages employees to report all incidents of harassment to a member of
management or the HR department.

ATRS conducts harassment prevention training for all employees, and maintains and
enforces a separate policy on harassment prevention, complaint procedures and
penalties for violations. ATRS investigates all complaints of harassment promptly and
fairly, and, when appropriate, takes immediate corrective action to stop the harassment

and prevent it from recurring.



Ark. Code Ann. § 21-3-101
Equal Employment Hiring Program Reporting Template

Department / Agency / Institution Name: T ransformation & Shared Services

Contact Name: Jana Hiland
Contact Phone: 501.319.6555
Contact Email: jana.hiland@arkansas.gov

Date of Submission: 07/20/2021

Please attach a copy of the program or policy as required by Arkansas Code §
21-3-101.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised

policy.

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.

Number of | Number of Total
Ethnic Origin Female Male Percentage
Employees
Employees | Employees
AMEhcar 0 0 0 0.00%
Indian
. i
Asian/Pacific 0 0 0 0.00%
Islander
Black/Not
ack/No 1 0 1 5.88%
Hispanic
Hispanic 0 0 0 0%
White/flat 12 4 16 94.12%
Hispanic
Total 13 4 17 100.00%




A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Department / Agency / Institution Name: Building Authority
Contact Name: Jana Hiland

Contact Phone: 501.319.6555

Contact Email: jana.hiland@arkansas.gov

Date of Submission: 7/20/2021

Please attach a copy of the program or policy as required by Arkansas Code §21-
3-101.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised
policy.

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.

| Number of | Number of
| Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian 0] 0 0 0%
Asian Pacific
Islander 2 0 2 3.64
Black/Not
~ Hispanic 2 5 7 12.73
| Hispanic | 0 0] 0 0.00
White/Not
Hispanic 9] 37 - 46 83.63
Total | 13 | 42 55 100.00%




A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Department / Agency / Institution Name: Information Systems
Contact Name: Jana Hiland

Contact Phone: 501.319.6555

Contact Email: jana.hiland@arkansas.gov

Date of Submission: 7/20/2021

Please attach a copy of the program or policy as required by Arkansas Code §21-
3-101.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised

policy.

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.

Number of | Number of \
Female Male Total |
Ethnic Origin Employees | Employees Employees | Percentage
American Indian 0 0| -0 0%
Asian Pacific '
Islander 4] ol 7 4.49
Black/Not
Hispanic 38| 13 21| 1346
Hispanic 0 0 0| 0.00
White/Not
Hispanic 34 | 94 128 | 82.05
Total 46 110 156 100.00%




A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Department / Agency / Institution Name: Geographical Information Systems

Contact Name: Jana Hiland

Contact Phone: 501.319.6555

Contact Email: jana.hiland@arkansas.gov

Date of Submission: 7/20/2021

Please attach a copy of the program or policy as required by Arkansas Code §21-

3-101.

Have any changes been made to the program or policy since your last

submission? If so, please explain the changes and provide a copy of the revised

policy.

Please provide the information below as it relates to the agency or institution’s

current gender and ethnic makeup.

Number of | Number of
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
u American Indian 0 0 0 0%
Asian Pacific
Islander oy o 0|  0.00
Black/Not |
Hispanic 0 0 0 0.00
Hispanic 0 0 0 0.00
White/Not | .'
Hispanic 5 6 11 | 100.00
| | 3
Total 5 | 6| 11| 100.00%




A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Department / Agency / Institution Name: Statewide Shared Services
Contact Name: Jana Hiland

Contact Phone: 501.319.6555

Contact Email: jana.hiland@arkansas.gov

Date of Submission: 7/20/2021

Please attach a copy of the program or policy as required by Arkansas Code §21-
3-101.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised

policy.

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.

Number of | Number of
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian 0 0 0 0% |
Asian Pacific "
Islander 1 o] 1 0.94
Black/Not '
] Hispanic | 22 6 28 26.42
) Hispanic 1 2 3 2.83
White/Not
L ~ Hispanic B 50 ) 24 74 69.81
Total | 74 | 32 106 100.00%




EQUAL EMPLOYMENT PRACTICES
(Act 1226 of 2001)

Act 1226 of 2001 requires each agency, institution, constitutional officer, board or
commission to develop and implement a “...comprehensive equal employment hiring
program designed to achieve a goal of increasing the percentage of minority
employees...to a level which approximates the percentage of minorities in the state’s
population.”

The act further requires “...a report to the Legislative Council on June 30 of each year
regarding its efforts to achieve its equal employment hiring program.” Colleges and
universities already preparing similar reports required by ACA 6-63-103 may submit that
document “...in lieu of the report required under this act.”

AGENCY NAME AND PAYROLL NUMBER: Transformation & Shared Services 9914

SUMMARY OF ACTIONS TAKEN DURING THE PRECEDING SIX-MONTH PERIOD BY
THIS AGENCY, INSTITUTION, CONSTITUTIONAL OFFICE, BOARD OF COMMISSION
TO FACILITATE ACCOMPLISHMENT OF ITS EQUAL EMPLOYMENT OPPORTUNITY
HIRING PROGRAM:

The Department of Transformation & Shared Services Equal Employment Practices are
designed to maintain and improve its equal employment efforts in employment
practices, including recruitment, selection, promotion, assignment, training,
compensation, benefits, discipline, termination and all conditions of employment with
the Department.

The primary objective of this plan is to assure equity of employment opportunity for all
persons regardless of:

e Disability * Race
e Creed  Color
e Sex ¢ Age
e Religion

With special emphasis on the improvéhﬁ,ent of conditions which cause under-utilization
or under-representation of persons of the legally protected groups who experience
inequities in employment.

B1]2 M)U Aol et U

Date Chief of Staff T((\ansformatlon & Shared Services




A.C.A §21-3-101 Equal Employment Hiring Program Reporting Tem plate

Department / Agency / Institution Name: Arkansas Department of Transportation
Contact Name: Joanna P. McFadden

Contact Phone: 501-569-2298

Contact Email: Joanna.McFadden@ardot.gov

Date of Submission: June 29, 2021

Please attach a copy of the program or policy as required by Arkansas Code §21-
3-101.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised
policy. There have been no changes to the policy or program.

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.

Number of | Number of
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
_ American Indian 10 56 66 | 1.80%
Asian Pacific 1
Islander ) 6 29| 35 0.96% |
Black/Not
Hispanic 120 | 418 538 14.70%
Hispanic 11 64 75|  2.05%
White/Not
Hispanic 538 2383 2921 79.83% |
Two or More 8 16 24 0.65%
Total 693 2966 3659




— ARKANSAS DEPARTMENT OF TRANSPORTATION
I ArDOT.gov | {DriveArkansas.com | Lorie H, Tudor, P.E., Director
EEO/DBE SECTION

- ARKANSAS DEPARTMENT
OF TRANSPORTATION 10324 Interstate 30 | P.0. Box 2261 | Little Rock, AR 72203-2261 | Phone: 501.569.2298 | Fax: 501.569.2965

June 29, 2021

Mr. Tony Robinson

Personnel Administrator
Bureau of Legislative Research
State Capitol, Room 315

Little Rock, AR 72201

Dear Mr. Robinson:

Enclosed for your review and approval is the employee count for the Arkansas Department of
Transportation as of December 31, 2020 and our EEO Policy Statement and Affirmative Action

Commitment.

If you have any questions or need additional information, please feel free to contact me via
phone at (501) 569-2298 or via cmail at Joanna.McFadden@ardot.gov.

Joanna P. MéFadden
EEQ/DRE Officer

Enclosure

¢: Director
Deputy Director and Chief Operating Officer



ARKANSAS DEPARTMENT OF TRANSPORTATION
LITTLE ROCK, ARKANSAS

March 20, 2020
ADMINISTRATIVE ORDER NQO. 2020-02 (Supersedes Administrative Order No, 2017-04)
SUBJECT: EEO POLICY STATEMENT AND AFFIRMATIVE ACTION COMMITMENT

The Arkansas Department of Transportation exccuted a Certificate of Assurance with regard to our
Equal Employment Opportunity (EEO) Program and is therefore legally obligated to ensure equal
employment opportunities for all persons regardless of race, color, religion, sex, national origin, age,
disability, or genetic information as a fundamental agency policy. According to the Equal Employment
Opportunity Commission, discrimination against an individual because of gender identity, including
transgender status, or because of sexual orientation is discrimination because of sex in violation of
Title VIIL.

The Department's internal employment practices arc an integral part of the agency's total commitment
and support of its Equal Employment Opportunity Program.

For effective administration and implementation of the EEO Program, there must be involvement,
commitment and support from executives, managers and supervisors. You are advised that
responsibility for positive implementation of the Affirmative Action Plan will be expected of and
shared by all management and supervisory personnel. You are further advised that you will be held
accountable for your actions in this area and you will be evaluated in carrying out these
responsibilities.

The major responsibility must be recognition and removal of any barriers to equal employment
opportunity, identification of problem areas and of persons unfairly excluded or held back, and action
enabling them to compete for jobs on an equal basis.

This type of commitment not only benefits those who have been denied equal employment
opportunity, but will also greatly benefit the organization by attaining maximum utilization of the
great teservoir of untapped human resources and skills, especially among women, minorities and the
disabled.

tie H. Tudor, P.E.
irector

¢: Highway Commission
Deputy Director and Chief Operating Officer
Deputy Director and Chief Engineer
Assistant Chiefs
Chicf Legal Counsel
EEO/MBE Officer
Division Administrator - FHWA



A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Department / Agency / Institution Name: Treasurer of State’s Office

Contact Name: Grant Wallace
Contact Phone: 501-682-5734

Contact Email: grant.wallace@artreasury.gov

Date of Submission: 06/10/2021

Please attach a copy of the program or policy as required by Arkansas Code §21-
3-101.

Have any changes been made to the program or policy since your last
submission? If so, please explain the changes and provide a copy of the revised
policy. No changes have been made to policy since last submission.

Please provide the information below as it relates to the agency or institution’s
current gender and ethnic makeup.

Number of | Number of
Female | Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian %
Asian Pacific
Islander _ %
Black/Not
Hispanic 3 1 4 11%
Hispanic 1| 1 3%
White/Not
Hispanic 19 12 31 86% |
Total ‘ 23 13 36 100%




Employment-at-Will

Arkansas is an “Employment at Will” state. This means that an employee may be terminated for any
reason or no reason at all, if the termination is not for an illegal reason. As a Treasurer of State
employee, there is not an employment contract, expressed or implied, between the Treasurer of State
employee and the agency. The employer and the employee both have the right to terminate
employment without cause or notice at any time. Nothing in this handbook or any other document,
policy, or procedure used by Treasurer of State creates either an expressed or implied right or
expectation of continued employment or contract.

Equal Employment Opportunity

The Treasurer of State is an equal employment opportunity employer and does not discriminate against
employees or job applicants based on age, race/color, sex, including pregnancy, sexual orientation and
gender identity, national origin, religion, disability, genetic orientation or any other status or condition
protected by applicable State or federal laws. Discrimination by any employee based upon age,
race/color, sex, including pregnancy, sexual orientation and gender identity, national origin, religion,
disability, genetic orientation or any other status or condition protected by applicable State or federal
laws shall constitute grounds for dismissal. Individuals are hired based on qualifications for each
position. All promotion decisions and other personnel actions such as transfers, layoffs, return from
layoffs, and other actions are made in accordance with Equal Employment Opportunity principles.

Americans with Disabilities Act and Reasonable Accommodation

Treasurer of State employees shall not discriminate against qualified individuals with disabilities
and shall provide reasonable accommodations as required by law to otherwise qualified
applicants or employees with disabilities in all employment practices, including job application
procedures, hiring, advancement, job assignments, leaves of absence, transfers, demotions,
discipline, discharge, compensation, benefits, and job training. Employment opportunities will
not be denied to an otherwise qualified applicant or employee because of the need to make a
reasonable accommodation to the physical or mental impairment(s) of such individual. Any
employee who requires a reasonable accommodation to perform his/her essential job functions
should contact the Treasurer of State HR Manager to initiate the request for an accommodation.

Age Discrimination in Employment

Treasurer of State employees shall not fail or refuse to hire, to discharge any individual, or
discriminate against an individual with respect to compensation terms, conditions or privileges
of employment because of the individual's age, to limit, segregate, or classify employees in any
way that would deprive or tend to deprive any individual of employment opportunities, or
otherwise adversely affect his or her status as an employee because of such individual’s age.

Sexual Harassment

Treasurer of State employees shall not sexually harass other employees. Sexual harassment is
not tolerated at the Treasurer of State’s Office. Sexual harassment includes sexual contact as
defined in the Federal Guidelines (29 CFR Ch X1V, subsection 1604.11), Section 703 of Title VIl of
the Civil Rights Act of 1964, as amended, and the Arkansas Civil Rights Act at Ark. Code Ann. §

16-123-101.




Sexual harassment can be physical, including unwelcome touching or gesturing, verbal, including
unwelcome requests for a date or sexual favors, lewd remarks, or sounds, or visual, including
unwelcome exposure to sexual photos, cartoons, or drawings. Federal Guidelines (29 CFR Ch
X1V, subsection 1604.11), Section 703 of Title VIl of the Civil Rights Act of 1964, as amended, and
the Arkansas Civil Rights Act at Ark. Code Ann. § 16-123-101.

Sexual harassment is unwelcome behavior of a sexual nature that affects an individual's
employment, unreasonably interferes with work performance, or creates an intimidating,
hostile, or offensive work environment. Any employee who believes that he or she is being
harassed is encouraged to follow the complaint procedures outlined below.

Discrimination/Harassment Complaint Procedure:

No employee, to effect resolution of a complaint, shall be required to solely or independently
confront the person allegedly conducting or causing the action believed to be harassing or
discriminatory. Further, retaliation against an employee for reporting harassment or
discrimination is strictly prohibited. Employees believing themselves to be victims of harassment
or discrimination are encouraged to come forward to effect resolution of the complaint.
Notwithstanding the foregoing, any Treasurer of State employee who believes he or she has
been the target of discrimination and/or harassment is encouraged to inform the offending
person orally or in writing that such conduct is unwelcome and offensive and must stop. If the
employee does not wish to communicate directly with the offending person, or if such
communication has been ineffective, the employee has multiple avenues for reporting
allegations of discrimination and/or harassment and/or pursuing resolution. Complaints may be
made verbally to the HR or Chief Legal Counsel Office. In addition, employees may submit a
complaint to the Treasurer of State HR or Chief Legal Counsel Office in writing. The complaint
should be made in good faith, expressed in reasonable terms and must contain the following:
cause for the complaint, how the unwelcome conduct unreasonably interferes with the
complainant's work performance or creates a discriminatory, intimidating, hostile, or abusive
work environment, the corrective action desired and sufficient information upon which to base
decisions. Upon submission to the HR or Chief Legal Counsel Office, an internal investigation will
be conducted. Treasurer of State will protect the confidentiality of complaints to the extent
reasonably possible. The HR or Chief Legal Counsel Office will take immediate and appropriate
corrective action when it determines that a violation has occurred.

If the complainant believes an inadequate review was conducted by the HR or Chief Legal
Counsel Office, he or she may request further review or investigation by the Treasurer of State
Director or his designee. The Treasurer of State Director of his designee will determine if the
complaint was substantiated.




A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Department / Agency / Institution Name: AR Department of Veterans Affairs

Contact Name: Veronica Alexander

Contact Phone: 501-683-4935

Contact Email: veronica.w.alexander@arkansas.gov

Date of Submission: 06/24/21

Please attach a copy of the program or policy as required by Arkansas Code §21-

3-101.

Have any changes been made to the program or policy since your last

submission? If so, please explain the changes and provide a copy of the revised

policy. No

Please provide the information below as it relates to the agency or institution’s

current gender and ethnic makeup.

Number of | Number of
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian 0 0 0 0%
Asian Pacific
Islander 2 0 2 92%
Black/Not
Hispanic 81 9 90 41.28%
| Hispanic 9 3 12 5.50%
White/Not
Hispanic 76 38 114 52.30%
Total 168 50 218 100%




Arkansas Department of Veterans Affairs
501 Woodlane Drive Suite 230C
Little Rock, AR 72201
(501) 683-1386 or fax (501) 682-4833

ARKapSas DIFPATTRIFNT OF ¥FTFRANS AFFAIRS

General Employment Information
Equal Employment Opportunity and Affirmative Action Statement

ADVA strives to employ individuals who are dependable, professional, of good character,
and sincerely interested in serving the mission of the agency.

The Arkansas Department of Veterans Affairs prohibits discrimination against its
employees, job applicants, contractors, residents, and customers because of race, color,
religion, sex, age, national origin, political beliefs, or disability as defined in the Americans

with Disabilities Act.

Employees, job applicants, contractors, residents, and customers of ADVA are assured
that the services, work environment, and conditions of employment shall be afforded on

an Equal Opportunity basis.

Complaints of unlawful discrimination or harassment should be reported to your
supervisor, the Division Chief, or Human Resources at the following address and phone

number:

ADVA Human Resources

501 Woodlane Drive, Suite 401N
Little Rock, AR 72201

Fax — (501) 682-4833

Witnesses to discrimination or harassment may use the same reporting procedure.

If unlawful discrimination or harassment has occurred, corrective action will be taken
promptly. Disciplinary action, when appropriate, will be administered in accordance with
ADVA policy 2-1: Disciplinary Policies, Rules and Procedures.

At-Will-Employer

ADVA is an at-will employer. Nothing contained in ADVA policies, handbooks,
applications, or other documents, or the granting of any interview or the placement in a
probationary status or any other administrative act, creates a contract between an
individual and ADVA for either employment or the provision of benefits. ADVA does not
guarantee continued employment for any specific period of time and employment can be
terminated with or without cause, and with or without notice, at any time, at the option of

either ADVA or the employee.
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1. Number of minority students, by minority group, who currently attend the institution:

Asian 10
Black or African American 278
Hispanic or Latino 63
American Indian 1
White 854
Two or more races 15
Native Hawaiian 1
Unknown/Not Reported 0
Total Enroliment for Spring 2021 1,222

2. Number and positon title of full-time minority faculty and staff who currently work for the
institution:
There were 34 minority faculty and staff at ANC in AY 2020-2021. They represented 21.94% of
the total employees. See the listing of full-time minority employees with their respective

position title on page 2.

3. Number of minority, by minority group, full-time faculty who currently work for ANC:

There was one fulltime faculty member in Fall 2020 who was a minority — Hispanic/Latino.

4. Number of minority adjunct faculty who currently work for the institution:

ANC had one minority adjunct faculty member in AY 2020-2021 — African American.

5. Number and position title of minority faculty and staff who began working at the institution in the
past year:
Four faculty/staff were employed (fulltime) during the reporting period — 4 African American.

6. Progress made in meeting institutional goals and objectives related to recruitment and retention
of minority students, faculty and staff:
See attached chart.

7. New Strategies or activities that have been added for the coming year and the indicators
for/benchmarks that will be used to determine success in meeting any new objectives.
See attached chart.

8. Timeline, budget and methods used to assess and monitor progress.
See attached chart.
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Full-time Minority Employees
Full Name Official Title
Alvoid, Lonzetta Administrative Specialist I/Adult Ed
Anderson, Takindra Administrative Specialist I/Faculty
Anderson, Trina Academic Services Coordinator, SS5
Higher Education Institution Program Coor., TRIO SSS

Blankenship, Candace
Bogard, Denese
Bowens, Pacey
Butler, Tachmonite
Campbell, Isabella
Carr, Darrel
Cashman, Teresita
Chambers, Aiton
Clark, Stacey
Dillard, Destinee
Frias, Matt
Gaston, Mary
Hall, Maria
Howard, Betty
Hunt, Blanche
Jones, KeTierra
Key, Robilyn
Kuykendall, India
Lewis, Leslie
McGhee, Lisa
Munn, Chaarity
Scott, Susie
Smith, Michael
Thomas, Kimberly
Thomas, Mary
Turner, Catalina
Turner, Leanna
Williams, Willie
Wilson, LaTanya
Winford, Regina
Woods, Jernal

Full-time Total: 34

Education Advisor, EOC

Associate Vice President for Finance
Director of Academic Technology Services
Pathways Counselor

Advising Specialist

Maintenance Assistant

Maintenance Assistant

Education Advisor, EOC

Education Advisor, ETS

Instructor, Welding

Career Coach

Institutional Services Assistant
Institutional Services Assistant

Vice President for Community Relations
Financial Aid Advisor

Career Coach

Education Advisor

Retention Coordinator, SSS

Program Director, SSS

Coordinator of Testing & Academic Success
Career Coach

WORKS Coordinator

Administrative Specialist |

ADWORC Case Manager

Institutional Services Assistant
Administrative Specialist I/Faculty
Success Navigator

Administrative Specialist I/Faculty
Fiscal Support Specialist

Administrative Specialist |, TRIO EOC
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Full Name

Part-time Minority Employees

Official Title

Burgess, Roriana
Watson, Crystal
Aldridge, Joann
Harris, Robert
Cook, Bobby
Nettles, Tiffany
Tabi, Rebecca
Garcia, Leticia
Allen, Andrea
Leaks, Brice
Wimbley, Princell
Range, Stephan
Williams, Felice
Young, Daryl
Washington, Patrick
Boyd, Gloria
Chambers, Devin
Diamond, Bobbie
Johnson, Adrienna
Arreola, Baudel
Valdez, Humberto

Part-time Total: 21

Academic Coach
Adjunct

Bus Driver

Bus Driver

Clerical

Clerical

Clerical

Custodian

Kitchen Asst

Kitchen Asst

Kitchen Asst

Lab Assistant

Literacy Coach

Mentor

Public Safety Security
Supplemental Instructor
Supplemental Instructor
Supplemental Instructor
Supplemental Instructor
Translator

Wellness Ctr Asst
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In accordance with Arkansas Northeastern College’s Mission of providing accessible, quality educational programs, services, and
lifelong learning opportunities, the following is documentation of the progress ANC has made in the academic year 2020-2021 toward
the recruitment and retention of minority faculty, staff, and students.

For Faculty and Staff:

Objective Strategy Indicators of success P Budget
Frame
1. The College will Development of a professional plan | Compietion of courses or degrees. 16 On-going | Budgeted Tuition/Support:
provide opportunities approved by the supervisor and employees applied for and were awarded $20,000
for enhancement of Chief Academic Officer. professional development funds in the 2020-
knowledge and skills. 2021 year, an increase of 45% from 2019- Expended Tuition/Support:
Any college employee is eligible to 2020. $14,298.09
apply and receive funds.
Six minority employees applied for and Of the $14,298.09 expended,
received funding which was 39.24% of the $9,344.92 (65%) was
total faculty and staff who applied. This is an expended on minority need.
increase of 200% from 2019-2020.
An additional $500.68 was
expended on other college-
wide professional
development initiatives.
2. The college will The college will give first ANC had 55 minority employees or 24.7% of On-going | NA
conduct due diligence consideration to qualified minority ali employees {222) reflected on the Fall
in the recruiting of candidates. 2020 IPEDS Report. Included in this number
minority employees to are 155 full-time faculty, staff, and
reflect the administration. 21.9% of all full-time
demographics of the employees are minority which is a decrease
student population. of 1.18% from Fall 2019.
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For Students:
ot . Time
Objective Strategy Indicators of success Budget
| Frame
1. The college will College Recruiters, Career Coaches, | 44% of incoming first-time freshmen On-going NA
| actively recruit and TRIO recruiters will use the students in Fall 2020 were minority. This is
| minority students promotional material at school an increase over the past year of 1%.
through the Great River | visits, campus tours, and college
Promise, ANC days to promote the availability of ANC awarded $424,803 in scholarships in On-going More scholarships are
Foundation, Board of scholarships to the students of fall/spring 2020-2021, $124,429 was available. Most students
Trustees, and other Mississippi County. awarded to minorities. This amount who apply for financial aid
scholarship represents an increase of $29,505 from will receive some assistance.
opportunities. 2019-2020. Minority representation was This may be in the form of
29% of all those who received some type of federal financial aid,
scholarship, which is an increase of 5% from institutional scholarships, or
last year. | ANC Foundation
Scholarships.
A strategy will be implemented to The ANC Foundation approved a Travel On-going | Travel Vouchers were
assist students in short programs Voucher program for students enrolled in awarded to 59 students in
which do not qualify for federal short-term programs to assist them with the Fall 2020 with 53% of those
financial aid. cost of transportation. These vouchers may students being minority. The
be used only for the purchase of gasoline. total awarded for fall 2020
Students must meet attendance and was $12,200.
academic progress measures on a biweekly
basis to receive the vouchers.
Minority students will receive the Approximately 397 students participated in On-going The Early Collegé program

Early College Scholarships to
encourage participation in the Early
College Concurrent Credit Program.

the Early College Program in fall/spring
2020-2021. Minority students received 19%
of the total waivers awarded totaling
$19,318.

will continue to be gromoted
to high school students. The
College has expanded the
eligibility requirements to
include students from
Missouri schools.
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Objective

Strategy

Indicators of success

Time
Frame

Budget

Minority students have the
opportunity to participate in the
Nucor Diploma Squared Program to
receive concurrent credit and
eligible students receive waivers
toward their tuition, fees, and
books.

Approximately /4 students participated in
the Nucor Diploma Squared Program in
fall/spring 2020-2021, 27% were minority.
Minority students received 28% of the total
waivers awarded totaling $6,555.

On-going

ANC, in partnersfiip with the
Nucor corporation, provides
high school students the
opportunity to receive
concurrent credit while
working on a certificate of
general studies.

2. Arkansas
Northeastern College
places students in
courses that match
their academic
preparedness,
minimizes preparatory
courses, and promotes
college-level course
placement to
encourage academic
success and timely
completion of
certificates or degrees

To reduce the number of
preparatory classes. To redesign
courses giving access to
underprepared students to credit-
bearing classes encouraging
success/completion rates and time
to degree for at-risk students.

The college continues to redesign
preparatory courses and re-evaluate
placement options, including chronic and
acute placement measures, promoting
accessibility and equity in course placement.
The math pathway has been redesigned to
direct placement to credit-bearing courses,
such as college algebra or program-specific
technical math, with a co-requisite lab for
underperforming students reducing the
number of college preparatory hours taken
and maintaining appropriate time to degree.

ANC has made substantial efforts to improve
student success over many years. These
efforts have resulted in the College being
able to continue closing the Achievement
Gap between White and Non-White
students during this reporting period.

The 2017 cohort group of all first-time/full-
time freshman students who graduated
within 3-years was 27.1% which was a 54%
increase over the graduation rate for the
2009 cohort year group of first-time/full-
time freshman students. Comparatively, the

On-going
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Time

Objective Strategy Indicators of success
Frame

Budget

graduation rate increase for this cohort
group of white students was 22.4% greater
than those of the 2009 cohort, while the
cohort group of non-white students had a
graduation rate increase of 176% compared
to the 2008 non-white cohort group.

The first-time/full-time graduation rate
increase between the 2015 non-white
cohort and the 2017 non-white cohort was
58.5%. The percentage rate increase
between these students for the 2016 cohort
and the 2017 cohort was only 3.3%. This
percentage increase was in spite of a year
plagued by the COVID changes and
precautions implemented by the College.

In the academic year 2019-2020, minority
students comprised 55.6% of students in
college preparatory courses. The success
rate for minority students in college
preparatory courses was 69%, a 9% increase
from the previous academic year. Compared
to a total cohort success rate of 68%.

in the academic year 2018-2019, 50 students
graduated on time to degree. Of that
number, 10 were minority students,
comprising 20% of the cohort. In the same
academic year, 107 students graduated in
three years. Of that number, 21 were
minority students, comprising 19.6% of the
cohort.
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Strategy

indicators of success

Time
Frame

Budget

In the academic year 2619-2025, T8 students

graduated on time to degree. Of that
number, 11 were minority students,
comprising 36.7% of the cohort. in the same
academic year, 85 students graduated in
three years. Of that number, 28 were
minority students, comprising 32.9% of the
cohort.

3. Providing tutoring,
mentoring, and
appreciative academic
advising to increase the
success and retention
of all students including
those students at
special risk. The
College will focus on
the first-year
experience of all
students.

The A.C.E. Advising Center focuses
on student retention and success.
Three full-time Academic Advisors
Specialists focusing in one of our
three Academic Divisions, Transfer,
Career and Technical, and Nursing
and Allied Health. These advisors
see every new, stop-out returning,
and many academically challenged
students.

Students are assigned to a program-
specific Academic Advisor who in
collaboration with the student
determines academic/vocational
interests and evaluates student’s
aptitude using placement scores
and transcripts for class selection.

In the Academic Year 2018-2019, the
Advising Center served approximately 670
students who enrolled, 29.3% being a
minority.

In the Academic Year 2019-2020, the
Advising Center served approximately 680
students who enrolled, 35.7% were minority
students.

On-going

The College employs three |
full-time Academic Advising
Specialists to assist new and
academically challenged
students. Salaries for 3
positions: $171,663.

Arkansas Northeastern College
requires all first-time degree-
seeking students to take the
Academic and Career Enrichment
course. This course is designed to
assist student adjustment from high

In 2018-2019, 245 students enrolled in
Academic Career Enrichment; 75% were
successful, 92 or 37.6% were minority
students, having a success rate of 72%.

On-going

N/A
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A e Time
Objective Strategy Indicators of success Frame Budget
school to college. It focuses on In 20-19-2020, 246 students enrolled in
necessary hard and soft skilis, Academic Career Enrichment; 76% were
introducing available support successful, 111 or 45.1% were minority
services, and preparing students students, having a success rate of 74%
with a foundation for academic
SUCCESS.
Study Leaders will provide tutoring | An Academic Tutoring Coordinator directs On-going Tutors and Supplemental

and supplemental instruction.
Available to all students.

group and individual tutoring. Study Leaders
provide tutoring and supplemental
instruction to students at the request of the
student, instructor, or academic advisor.

In the 2018 -2019 academic year, 75
students received supplemental instruction.
Of that number 30 or 40% were a rinority
with 20 earning a C or better in the course
resulting in a minority student success rate
of 66.7%, the success rate for non-minority
students was 82.2%.

In the 2019-2020 academic year, 42 students
received supplemental instruction. Of that
number 15 or 35% were a minority 10
earning a C or better in the course for a
minority student’s success rate of 66.7%, the
success rate for non-minority students was
also 66.7%.

instruction: $17,500
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For the Community:

Objective

Strategy

Indicators of Success

Time
Frame

Budget

The Coliege has a
community
engagement program
to conduct outreach
initiatives to the entire
service area, but in
particular, to the
minority community.
The program is directed
by the Vice President
for Community
Relations, who is an
African American
female.

VP oversees a Recruitment and
Retention Outreach Plan for under-
resourced students.

Implement activities, events, and programs
to target individuals to meet the institutional
goals outlined in the Community Relations
Plan.

On-going

$98,757 —
(Vice President Salary)

Hire a Full-time Success Navigator
and a number of part-time Success
Navigators to assist with
implementing outreach initiatives.
(African-American male)

Part-time Success Navigator to
assist with record-keeping and
assisting with the recruitment of
female students.

(Caucasian female)

Success Navigators report to the Vice
President for Community Relations and are
responsible for assisting prospective
students from underserved student
populations in all areas of student services as
needed including, but not limited to,
recruitment, admissions, student records,
campus engagement, disability services,
career services, advising, and helping
students to connect with campus and
community resources. (see attachment A)

On-going

$44,571
(Success Navigator Salary}

$7,500
| (Part-time navigator salaries)

Partner with USDA and SNAPE & T
to develop a transportation/
Opportunity Bus Initiative for low-
income students

Develop a referrai system with the
Department of Human Services and the
Department of Workforce Services to
provide post-secondary education, job
training, and adult education courses; 1,297
client referrals participated in the program
for 2020-2021. The majority of clients served
were African American. (see attachment B)

On-going

457,600 (Opportunity Bus
drivers — 3 African
Americans)

$1,000 (Clerical staff — 1
African American)
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Fashion Show to raise awareness
about the Career Closet

attend job interviews. Due to the pandemic,
the annual fashion show was canceled. (see

2020-2021
== A Time
Objective Strategy Indicators of Success Budget
Frame
Literacy Coach assists with low A total of 43 students were served in the $7,500 (Literacy Coach-
literacy clients to prepare them for | EdReady test preparation program (27 African American female)
job training program and placement | African Americans, 13 Caucasians, and 3
test using EdReady. Hispanics}. 70% percent of the students
served were minority students. (see
attachment C)
Mentoring and Retention Program: | Provide mentoring and retention servicesto | On-going $25,000 (Part-time Males-
(Targeting SNAP E & T participants, | under-resourced students. The Mentoring African American male and
Arkansas Works, WORK Program assists participants to set and reach Part-time Females
participants, Aduit Education, and their academic and career goals. (see Mentoring Coordinator-
other economically chalienged attachment D) Caucasian female)
students).
‘ In 2020-2021, 27 volunteer mentors
participated {74% of mentors were African $1,000 in program materials
American):
21 females
e 16 African Americans $1,500 Outreach materials
e 5 Caucasians
6 males — all African American
l A total of 114 mentees participated in the
: program:
| * 73 African Americans (64%)
* 33 Caucasians {29%)
‘ o B Hispanics {(7%)
‘ Career Closet — Host an annual Provide business attire for ANC students to On-going $500
|

attachment E)
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Objective

Strategy

Indicators of Success

Time
Frame

Budget

Create the Super Saturday student
recruitment program.

Conduct a series of "Fun Day” activities in
low-income neighborhoods to recruit
students throughout Mississippi County. (see
attachment F)

April —
August
2021

54,000

Juneteenth festival

The Mississippi County Juneteenth
celebration is held annually in June. Student
recruitment is held during the festival. The
2020 celebration was canceled due to the
pandemic. The 2021 celebration is scheduled
for June 18 & 19, 2021.

June

$500

Conduct a Martin Luther King, Jr.
Day celebration and annual Black
History Program to reflect on the
past to highlight and promote
positive educational outcomes
within the African American
Community.

The annual program was held in February.
Due to the pandemic, a virtual event was
held commemorating the release of a book
highlighting African American leaders who
made positive contributions to uplifting
Mississippi County citizens. (see attachment
G)

January &
February

51,500

president’s Council on Underserved
Communities

An advisory program designed to assist the
President and College in developing
innovative strategies and best practices to
better serve underserved communities and
individuals within the College’s service
district. There are 45 members on the
council, 35 are minorities (77%). The council
meets quarterly or on an as-needed basis.
(Due to the pandemic, the council has not
met since 2019, but is scheduled to meet on
May 27, 2021.)

On-going

$1,000
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Administrative Specialist
{African American female)

and community resources.

2020-2021
. P . Time
Objective Strategy Indicators of Success Frame Budget
Stand Leadership Program A leadershtp program designed to develop SQ,'D&
leaders within underserved communities.
{Canceled due to the pandemic)
Hispanic Student Qutreach On October 8, 2020; ANC celebrated our Oct 2019 $7,500 (Hispanic Outreach
Part-time input clerk/interpreter- second National Hispanic Heritage On-going Coordinator)
Hispanic female Awareness Month {September 15™ to
October 15™) Every year in the United $1,500 (Student Qutreach
States, we honor the contributions of Latino budget)
and Hispanic communities with the
celebration of National Hispanic Heritage
month, highlighting their diversity, culture,
and traditions. {attachment H)
Arkansas Delta Training and
Education Consortium (ADWORC)
Case Manager The function of this position is to assist $42,170
{African American female}) students to overcome barriers to their Dec 2019 ’
success and to connect them with College On-going $22,510

Record Sealing and Expungement
Workshop

Because Community Relations targets the
underserved community populations, the
Success Navigator hosted a community-wide
record sealing and expungement workshop
at ANC for individuals needing this service to
receive better employment opportunities.
46 individuals were served, (29) 63% were
African Americans (17) 37% were Caucasian.
{see attachment [}

Community and ANC Staff
Volunteers

(Use of ANC facilities in-kind
donation $250)

Page 13



Arkansas Nertheastern College
Minority Recruitment and Retention Annual Report

2020-2021
o Time
Objective Strategy indicators of Success Frame Budget
Career Connect Assists low-income students in finding March 538,%4
(African American female) gainful employment. Career Connect is a 2020
subsidized wage program in which On-going

employers are reimbursed 100% of eligible
employee wages in the 1st month, 50% of
wages in months 2 through 6, and, if the
employee is retained for a full year, the
other 50% of wages in months 2 through 6.
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Attachment A

At kapsas Nartheastern _mlem—_

4=

'\g,_'i"l

The Success Navigator will guide you
through each step of your journey:
admissions, testing, advising, and

financial aid for your program of study!

-
i 4
3

WlLLIEU WILLIAMS

ANC Success Navigator

ARE YOU INTERESTED IN...

Administrative Support industrial Electrical Systems
Advanced Manufacturing * Material Handling
Aviation Maintenance Nursing Assistant
Clerical Support Paramedic

Criminal Justice Patient Care Technology
Dental Assisting Technology Phiebotomy Technician
Early Childhood Practical Nursing
Emergency Medical Technician Steel Industry Technalogy
GED * Welding

General Industrial Technology * WORK Program

* Heating, Air-Conditioning & Refrigeration
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Attachment B

ARKANSAS NORTHEASTERN COLLEGE
e T S R T 2 ’

i
1

. 2 3
- B

BLYTHEVILLE

Leave ANC

McHaney Housing Authority 919 Harrison St
New Mount Olive M.B. 534 Maple St,

Cherry Tree Fuel Station 1044 Chickasawba
Heaithy Partners 605 North 2nd St

Word of Truth Global Min. 415 Tennessee 5t.

Mississippi County Union Mission 400 East Walnut

Jordan's Market 381 Narth Hollywood
Pear Tree Apt. 801 S. Ruddie Road

First Missionary Baptist Church 600 E. McHaney St.

s / Hood Market 1301 South 8th St.

RETURN TO ANC

2501 S, DIVISION ST, BLYTHEVILLE, AR | 870-780-1205

Baf I} =

.

MISSOURI / BOSNFLL

Leave ANC

COOTER, MO
City Hall 1811 State Highway

STEELE, MO
First Street Apt. 515 N. 1st St. Apt. Complex
Pentecostal Church of Gad 120 Srith Street

HOLLAND, MO
Halland Baptist Church 211 4th Street

GOSNELL

Dr. Cato Vet. 837 AR-181

Ramey Center 4100 Lansing St.

Community Center 307 South Airbase Highway

RETURN TO ANC

——

o

ARKANSAS

S

7:45

8:05

8:18
8:21

8:31

8:50
8:55

9:12

915

2:45

NORTHEASTERN

C 0 L L EGE
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Attachment C

ANC Trec =

-;._;." kT

Ea and;j PK’“@QPE};‘M

Cay
4y 7,
| / 2

/
More Info: “ay/

- A-'r

Felice Williams-Literacy Coach
fwilliams9750@smail.anc.edu
(870) 762-3178
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Attachment D

ARKANSAS NORTHEASTERN COLLEGE COMMUNITY RELATIONS

MENTORING
'EMPOWERMENT

WORKSHOP

EMPOWERING OURSELVES SO WE MAY
EMPOWER OTHERS

“JANUARY 22, 2021
10AM-NOON
_GOVERNORS BALLROOM

AN

FACE i [ (R P SOCIAL
MASKS ' Bl BN\~ 4l .. DISTANCING

REQUIRED , T ~ eV ae REQUIRED

DARYLL YOUNG | 870-623-6355 OR WILLIE WILLIAMS | 870-623-5521
OR HOLLY RICE | 870-762-1020 EXT. 1933

hitps:f/ddve.google.com/file/d/ 16HAlo,_-kbDgd GNSOUNNo-OkrrPDUrwiview 114
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ARIKAIN SRS  NORTHERSTER I B (5

| :'r = \ _
. W[IHKFI]REEI]HIENTHTII]N tif RETHHININE KEYS ~

COMPLETERSIEARN:

AMERICAN HERRT.ASSOCIATION
QV‘ CPR CERTIFICRTIONS

G_j_ } CAREER READINESS
er CERTIFICATE

-- | 3HOURS OF ANC CREDIT

S PROVIDINGINDIVIDUALS

L WITHTHENEDESSARY SIS
& S ANDISUPRORT 10 ACCESS
~ /108 OPPORTUNITIES

~©1$250 STIPEND AWARDED TO COMPLETER
'COMMUNITY MENTORS
© 0B INTERVIEW PREPRRATION,
U RESUMEWRITING '
© TAKING APPLICATIONS FOR CLASSES

FOR MORE INFD HBBUT THE W.0.RK, PROGRAM

MICHAEL g\’ |
870, 733 5222 EH 1532 l MSMHH MSMAILANC £DU
W.O.RK APPLICATION. WWW.TINYURL.COM/WORKREG
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Attachment E

Arkansas Northeastern College
Community Relations Department
provides ANC students in need of free
professional dress items for interviews,
career fairs, and work.

For more information or to set an
appointment, please contact
Kimberly Thomas.
870-762-1020 Ext: 1205
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Attachment F

e S — e < 130 IE, i WH
Arkansas Northeastern College in partnership with

(Cligsdis &F

620 W. CANAL | LUXORA. AR 72358

“ Charles Strong Recreation Center
“E4¢ May 15, 2021 * 2PM-6PM
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Arkansas Northeastern College in partnership with

C@MMUN!TY CENTER

307 S. AIRBASE HWY GOSNELL, AR

WHERE: Gosnell Community Center
WHEN:  April 24, 2021 - 2:00PM-6:00PM

THERE WILL BE FOOD, PRIZES, FACE PAINTING,
BICYCLE RAFFLE DOOR PRIZES,
FREE HAIRCUTS, and ANC 'STUDENT RECRUITMENT

Find out more about ANC’s educational programs, FREE G.E.D. classes,
and job training opportunities

For more info, contact ANC Success Navigator Willie Williams

870-623-5521
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Attachment G

ARKANSAS NORTHEASTERN COLLEGE

B il | b, Bol e i i Sl

3 EPRESENTAT!ON IDENTITY AND DIVERSITY IS INCLUSWE OF THE HUMAN FAMILY »ﬁ

THURSDAY, FEBRUARY 25, 2021 | 10:30AM
- VIRTUAL EVENT -

Celebrate! Maya Project Foundation will livestream this event,

IN PARTNERSHIP WITH THE MISSISSIPPI COUNTY CELEBRATE!
MAYA YOUTH WRITING & HISTORY IMMERSION PROJECT
FEATURING THE BOOK LAUNCH OF

‘A CHAPTER N BMISSISSIPPI COUNTY HISTORY’

i

’“T*

.l., : RO
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RESOURCE FAIR

CONDUCTED BY JUDGE CATHERINE DEAN

APRIL 29, 2021
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ANC GOVERNORS BALLROOM -

COMMUNITY RELATIONS 8 OTHER ANC PROGRAMS PRESENT:
TRIO, CAREER PATHWAYS, FOOD PANTRY

FOR MORE INFORMATION, CONTACT

Willie Williams | 870-623-5521 | 870-762-3178
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Introduction
Arkansas State University’s Division of Diversity & Community Engagement has worked to full-

fill the mission of Educating leaders, enhancing intellectual growth, and enriching lives (ASU =
e3) through various programs and initiatives for 2020-2021. Highlights from the year are
presented later in this report.

The numerical measurements® included in this report are instrumental for understanding our

performance towards the university mission. Reports include:

e Minority Students, by Minority Group, who currently attend the institution
e Number and Position Title of Minority Faculty and Staff who currently work for the

institution
¢ Number of Minority, by Minority Group, Full-Time Faculty who currently work for the

institution
e Number of Minority Adjunct Faculty who currently work for the institution

e Number and Position Title of Minority Faculty and Staff who began working at the
institution within the past academic year

In addition to numerical measurements, the current report includes the following:

e Progress made toward meeting institutional goals related to the recruitment and
retention of minority students, faculty, and staff

e New strategies and/or processes implemented during the reporting period

e The division budget, timeline, and other resources used to monitor progress towards

achieving objectives

1The source of the demographic data contained in this report is from the A-State Office of Institutional Research and Planning.
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Numerical Measurements

Ethnic Minority Students

Arkansas State University experienced a 3.03 percent increase in the overall ethnic minority
student population since the 2019-2020 academic year. Percentages increased for African
American, Hispanic American, Asian American, and two or more races. Native American/Alaska
Native and Pacific Islander students showed decreases.

Table 1. A-State Students by Ethnic Minority Group

' Ethnicity 2019-2020 2020-2021 Change %Change

| Asian American 117 124 7 5.98%

| African American 1725 1733 8 | 046%
Hispanic American 456 516 60 13.16%
ﬁr:tie\lcan Indian/Alaska 54 48 6 4111
:\;?atri]\;eelr-lawaiian/Pacific 9 8 1 11.11%
Two or More Races 280 292 12 4.29%

Total Minority 2641 2721 80 3.03%

Ethnic Minority Faculty and Staff

The total number of full-time minority faculty and staff increased 16.6 percent since the last
reporting period, from 307 in 2019-2020 to 358 in 2020-2021. See Appendix A for the number
and position title of current minority faculty and staff.

Ethnic Minority Full-Time Faculty
We experienced a 29.5 percent increase in the overall proportion of full-time minority faculty
since the last reporting period going from a total of 105 to 136.

D N RIS T T A TR TR e i e
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Figure 1. Full-time Instructional Faculty by Ethnic Minority Group

Full-time Instructional Faculty by Ethnic Minority Group i
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Table 2. Full-time Instructional Faculty by Ethnic Minority Group (Numerical Data)

Full-time Instructional Faculty

Race / Ethnicity 2;;2 zgig
International 13 5
Hispanic/Latino 14 8
American Indian or Alaska Native 3 2
Asian 39 39
Black or African American 33 33
Two or more races 5 6
Native Hawaiian or Pacific Islander 1

Race and Ethnicity Unknown 28 12
Total 136 105

ARKANSAS STATE
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Ethnic Minority Adjunct Faculty

The number of ethnic minority faculty working in adjunct faculty positions decreased during
2020-2021. There are currently 25 ethnic minorities serving in adjunct faculty positions, down
from 31in 2019-2020.

Table 2. Minority Adjunct Faculty by Minority Group

Title Ethnicity Number
Part-Time Faculty African American 16
Part-Time Faculty Hispanic 6
Part-Time Faculty Asian or Pacific Islander 2
Part-Time Faculty Two or More 1
Total 25

Ethnic Minority Full-Time Staff
We experienced a 9.9 percent increase in the overall proportion of full-time ethnic minority
staff since the last reporting period going from a total of 202 to 222.

Figure 2. Full-time Staff by Ethnic Minority Group

Full-time Staff by Ethnic Minority Group
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Table 3. Full-time Staff by Ethnic Minority Group (Numerical Data)

Full-time Staff
Race / Ethnicity 2;::; z;:g
Hispanic/Latino 20 | 14
American Indian or Alaska Native 5 0
Asian American or Pacific Islander 13 17
Black or African American 147 157
Two or more races 9 5
Other Ethnicity 28 9
Total 222 202

Recently-Hired Minority Faculty and Staff

We experienced an increase in the number of recently-hired minority faculty and staff who
began working at A-State during the reporting period (from 40 in 2019-2020 to 46 in 2020-

2021).

Table 4. Recently-Hired Minority Faculty and Staff

Asst Coach

Title Ethnicity Gender
Hourly Non-Student Extra Help 2-HISPANIC/LATINO M
Hourly Non-Student Extra Help 2-HISPANIC/LATINO M
Assistant Professor 2-HISPANIC/LATINO M
Assistant Professor 2-HISPANIC/LATINO M
Hourly Non-Student Extra Help 3-AMERICAN INDIAN/ALASKA NATIVE M
Graduate Assistant 12 Mo 4-ASIAN M
Research Analyst--Non-Exempt 4-ASIAN M
Dean of Business Administration 4-ASIAN F
Assistant Vice Chancellor 4-ASIAN F
Instructor 4-ASIAN U
Childcare Technician 5-BLACK/AFRICAN AMERICAN F
Hourly Non-Student Extra Help 5-BLACK/AFRICAN AMERICAN F
ASU Dir of Auxillary Enterprise 5-BLACK/AFRICAN AMERICAN M
Hourly Non-Student Extra Help 5-BLACK/AFRICAN AMERICAN F |
Part-time Faculty 5-BLACK/AFRICAN AMERICAN F
Hourly Non Student Extra Help 5-BLACK/AFRICAN AMERICAN F
5-BLACK/AFRICAN AMERICAN M

ARKANSAS STATE
UNIVERSITY
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Asst Coach

5-BLACK/AFRICAN AMERICAN

| Assistant Professor

5-BLACK/AFRICAN AMERICAN

Computer Operator

5-BLACK/AFRICAN AMERICAN

Hourly Non-Student Extra Help

5-BLACK/AFRICAN AMERICAN

Institutional Services Assistant

5-BLACK/AFRICAN AMERICAN

Childcare Technician

5-BLACK/AFRICAN AMERICAN

Hourly Non-Student Extra Help

5-BLACK/AFRICAN AMERICAN

_jnstitutional Services Assistant

5-BLACK/AFRICAN AMERICAN

Childcare Technician

5-BLACK/AFRICAN AMERICAN

Graduate Assistant 9 Mo

5-BLACK/AFRICAN AMERICAN

Hourly Non-Student Extra Help

5-BLACK/AFRICAN AMERICAN

Financial Aid Analyst--Non-Exempt

5-BLACK/AFRICAN AMERICAN

Childcare Technician

5-BLACK/AFRICAN AMERICAN

Administrative Specialist Ili

5-BLACK/AFRICAN AMERICAN

Childcare Technician

5-BLACK/AFRICAN AMERICAN

Administrative Specialist Il

5-BLACK/AFRICAN AMERICAN

Hourly Non-Student Extra Help
Part-time Faculty
Administrative Specialist Il

5-BLACK/AFRICAN AMERICAN

5-BLACK/AFRICAN AMERICAN

5-BLACK/AFRICAN AMERICAN

Assistant Professor

5-BLACK/AFRICAN AMERICAN

Administrative Specialist Il

5-BLACK/AFRICAN AMERICAN

Administrative Specialist il

5-BLACK/AFRICAN AMERICAN

Institutional Services Assistant

5-BLACK/AFRICAN AMERICAN

Project Program Manager

5-BLACK/AFRICAN AMERICAN

Research Assoc

5-BLACK/AFRICAN AMERICAN

_Childcare Technician

5-BLACK/AFRICAN AMERICAN

Graduate Assistant 12 Mo

5-BLACK/AFRICAN AMERICAN

Assistant Professor

6-TWO OR MORE RACES

Instructor

6-TWO OR MORE RACES

Total

ggzg_-nz-|-|-r|11-n§-n-n§11-n§-n§§-n-n§'n-n-n-nﬂ'1-n§
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E

ARKANSAS STATE (

8 |



New Strategies, Activities, and Benchmarks

We initiated the following strategies and activities during the reporting period to support the
achievement of our diversity and inclusion goals. Due to COVID restrictions, there were not

many new initiatives.

1.

Conducted a Campus Climate Survey for faculty, staff, students, and administrators in
the Spring 2020. A committee was formed to analyze the survey data with
subcommittees looking at various sections of the survey. The committees met during
the 2020-2021 year to come up with recommendations to improve the campus climate
based upon the responses of the data.
We hosted virtual “Multicultural Mixer” for students from underrepresented groups
who will be attending A-State as first-year students in the Fall 2021. This program
served as a “pre-orientation” program put students in touch with resources on campus
before they arrive in the fall.
The Diversity and Affirmative Action Committee started efforts to assess the Diversity
recruitment and Retention efforts of various campus departments. This information was
used to update the Five-Year Diversity Strategic Plan.
The College of Agriculture formed a diversity committee within the college. One of the
first thing the committee did was to create a climate survey and distributed amongst the
students and alumni of the college.
Provided cultural competency training for an A-State sister campus at their request.
Continue a formal grant program for requesting financial support from the Office of
Diversity. Grants are available to faculty, staff, and students for activities and programs
that advance campus diversity and inclusiveness and that meet one of the following six
core diversity areas (Williams & Wade-Golden, 2007):

e Build new institutional diversity infrastructure

e Enhance structural diversity, equity, and success

¢ Inform the search process

e Cultivate diversity awareness, recognition, and appreciation

e Interface with institutional accountability systems

e Infuse diversity into curriculum

Benchmark: The Office of Diversity has awarded more than $52,000 in grants and
services to faculty and students this past year to support diversity and inclusion on the

ARKANSAS STATE
UNIVERSITY
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10.

A-State campus. Most of the grant requests have fallen under the diversity awareness,
recognition, and appreciation core diversity area. The Arkansas Louis Stokes Alliance for
Minority Participation (ARK-LSAMP) has been on the A-State campus since the grant’s
inception in 2008. The program recruits and retains students from underrepresented
groups to major in STEM majors. A-State receives $60,000 - $80,000 annually for the
program with approximately $25,900 allocated for student stipends. Additional funds
are received annually from the Baum Account in the A-State Foundation to supplement
funding for the Multicultural Center ($10,000). Funding from student activity fees vary
each year depending on the enrollment. From those fees, approximately $13,266 was
received in 2020 - 2021 school year to assist with the Multicultural Center programming.
Continue actively recruiting faculty and students from diverse backgrounds through
participation in conferences, fairs and formal networks. Currently, the VC is participating
in several conferences that promote diversity and inclusion such as the National
Association of Diversity Officers in Higher Education Conference, NCAA, and the
Arkansas Counseling Association (ArCA). As a result, A-State has been able to
successfully establish informal networks with various Diversity, Equity, and Inclusion
(DELI) directors from across the country to learn more about practices across the country
that are working in the DEI area. This also serves a means to learn of potential faculty
candidates for possibly recruiting. Participation in the ArCA conference provide
opportunities to form networks with counselors which aids in our effort to increase
recruitment of students from underrepresented groups.

Expanded the number of underrepresented student organizations with the formation of
the Latino sorority and the student organization Hermana Y Hermano (mentor program
to assist incoming Hispanic & Latinx students in their transition to A-State.

Increased mentoring for faculty, resulting in tenure and promotion opportunities (i.e.
three faculty of color received their terminal degrees during 2020-21 and were moved
from instructors to assistant professor positions and two staff members received their
terminal degrees who part of the ADVANCE mentoring program sponsored through the
Office of Diversity).

Strong-Turner Alumni Association (STAC) is the African American alumni chapter of the
A-State alumni association. Two new endowed scholarships aimed at students from
underrepresented groups were created and awarded by STAC; The Maurice La’Blance
Mahon Steward Elementary Education Scholarship (endowed at the $25,000 level) and
the Herman Strickland, Jr. Memorial Scholarship (endowed at the $100,000 level).

10 |



11. “These are the Times: Diversity in Action” is a half-day workshop co-sponsored by A-
State and St. Bernards’ Healthcare on June 18, 2021. The workshop is open to anyone
who wants to attend but geared toward A-State employees and St. Bernards’ staff to
provide staff development in the area of diversity, equity and inclusion. This is the
second consecutive year for this partnership in this venture.

Tools for Monitoring Progress

The Office of Diversity had a fiscal year 2020-2021 budget of slightly over $151,000 for diversity
programing and initiatives, including supporting multicultural student initiatives and
supplementing critical minority faculty salaries as appropriate. We continue to utilize the
following methods to evaluate our performance towards achievement of diversity goals:

e Every three years, conduct a diversity climate survey to gauge perceptions of campus
environment. Surveys were conducted in 2013, 2016, and 2019-2020. The most recent
survey was conducted Spring 2020.

e On an annual basis, monitor employment selection data for year-to-year comparisons.
Data includes the race, sex, and ethnicity of individuals who applied, individuals
interviewed, and individuals hired.

e Monitor the racial, ethnic, and gender makeup of committees and panels to ensure the
inclusion of racial and ethnic minorities and/or other individuals with diversity
competence, particularly in situations where the recommendations or decisions from
such committees and panels affect the employment outcomes of minority faculty, staff,
or students.

e Use the number of diversity grants awarded to monitor the development of initiatives
that increase understanding of diversity, build support for an inclusive environment, and
create opportunities for dialogue.

e Use the annual Diversity Excellence Awards to incentivize and reward diversity research,
pedagogy, and advocacy.

e Assess diversity initiatives at the department, college and unit levels to determine

efficacy.

ARKANSAS STATE
UNIVERSITY
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Appendix A — Number and Position Title of Current Minority Faculty and Staff. This number decreased by

11.1 percent, from 270 in 2019-2020 to 240 in 2020-2021.

Number and Position Title of Current Minority Faculty and Staff

JOB_TITLE ETHNICITY Number
Administrative Specialist Il 2-HISPANIC/LATINO 1
Administrative Specialist Il 2-HISPANIC/LATINO 1
Assistant Professor 2-HISPANIC/LATINO 3
Assoc Dir of Student Aid 2-HISPANIC/LATINO 1
Associate Professor o ~ 2-HISPANIC/LATINO 3
Associate Professor-COB 2-HISPANIC/LATINO 1
ASU Director of Housekeeping 2-HISPANIC/LATINO 1
Childcare Technician 2-HISPANIC/LATINO 1
Computer Support Specialist 2-HISPANIC/LATINO 1
Dir of Strength and Conditioning 2-HISPANIC/LATINO 1

| Head Coach 2-HISPANIC/LATINO 1
HEI Program Coordinator 2-HISPANIC/LATINO 1
Hourly Non-Student Extra Help 2-HISPANIC/LATINO 3
Institutional Services Assistant 2-HISPANIC/LATINO 1
Instructor 2-HISPANIC/LATINO 3
Professor 2-HISPANIC/LATINO 2
Research Assistant 2-HISPANIC/LATINO 2
Skilled Trades Supervisor 2-HISPANIC/LATINO 1

Total 28

Administrative Specialist ||

3-AMERICAN INDIAN/ALASKA NATIVE

Athletic Ticket Sales Coord

3-AMERICAN INDIAN/ALASKA NATIVE

Childcare Technician

3-AMERICAN INDIAN/ALASKA NATIVE

Computer Support Specialist

3-AMERICAN INDIAN/ALASKA NATIVE

Hourly Non-Student Extra Help

3-AMERICAN INDIAN/ALASKA NATIVE

Instructor

3-AMERICAN INDIAN/ALASKA NATIVE

Project Program Manager

3-AMERICAN INDIAN/ALASKA NATIVE

Total

Academic Advisor 4-ASIAN
_Administrative Specialist Il 4-ASIAN
Assistant Professor 4-ASIAN
Assistant Professor 9 Mo 4-ASIAN B
Assistant Vice Chancellor 4-ASIAN

RPlrNve R0 (NRR (PP =




Development Advancement Specialist

Associate Professor 4-ASIAN 11
Dean of Business Administration 4-ASIAN 1
Dir Global Engagement & Outreach 4-ASIAN 1
Graduate Assistant 12 Mo 4-ASIAN 1
Information Technology Manager 4-ASIAN 1
institutional Services Assistant 4-ASIAN 1
Instructor 4-ASIAN 5
Nurse Anesthesia Clinical Coord 4-ASIAN 1
Professor 4-ASIAN 7
Professor-COB 4-ASIAN 1
Research Analyst--Non-Exempt 4-ASIAN 1
Research Assoc Professor—ABI 4-ASIAN 1
Research Professor—ABI 4-ASIAN 1
Student Development Specialist 4-ASIAN 1
Total 40
Academic Advisor 5-BLACK/AFRICAN AMERICAN 5
Academic Counselor 5-BLACK/AFRICAN AMERICAN 1
Administrative Specialist | 5-BLACK/AFRICAN AMERICAN 1
Administrative Specialist 1! 5-BLACK/AFRICAN AMERICAN 7
Administrative Specialist Il 5-BLACK/AFRICAN AMERICAN 5
Assistant Dean of Students 5-BLACK/AFRICAN AMERICAN 2
Assistant Professor 5-BLACK/AFRICAN AMERICAN 6
Assistant Professor 9 Mo 5-BLACK/AFRICAN AMERICAN 1
Assistant Registrar 5-BLACK/AFRICAN AMERICAN 1
Associate Professor 5-BLACK/AFRICAN AMERICAN 6
Asst Coach 5-BLACK/AFRICAN AMERICAN 5
Asst Dean of Students 5-BLACK/AFRICAN AMERICAN 1
Asst Dir Athletics 5-BLACK/AFRICAN AMERICAN 1
Asst Football Coach 5-BLACK/AFRICAN AMERICAN 3
ASU Dir of Auxiliary Enterprise 5-BLACK/AFRICAN AMERICAN 1
Broadcast Announcer 5-BLACK/AFRICAN AMERICAN 1
Call Center Specialist 5-BLACK/AFRICAN AMERICAN 1
Childcare Technician 5-BLACK/AFRICAN AMERICAN 15
Comm Artist I/Graphic Artist | 5-BLACK/AFRICAN AMERICAN 1
Computer Operator 5-BLACK/AFRICAN AMERICAN 1
Computer Support Specialist 5-BLACK/AFRICAN AMERICAN 2
Eunselor 5-BLACK/AFRICAN AMERICAN 1
5-BLACK/AFRICAN AMERICAN 1

ARKANSAS STATE
UNIVERSITY
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Dir of Admissions 5-BLACK/AFRICAN AMERICAN 1
Dir of Disability Servs 5-BLACK/AFRICAN AMERICAN 1
Dir of Strength and Conditioning 5-BLACK/AFRICAN AMERICAN 1
Director of Transit & Parking 5-BLACK/AFRICAN AMERICAN 1
| Facilities and Equip Manager 5-BLACK/AFRICAN AMERICAN 1
Financial Aid Analyst--Non-Exempt 5-BLACK/AFRICAN AMERICAN 1
Fiscal Support Specialist 5-BLACK/AFRICAN AMERICAN 1
Fiscal Support Supervisor 5-BLACK/AFRICAN AMERICAN 1
Graduate Assistant 12 Mo 5-BLACK/AFRICAN AMERICAN 1
Graduate Assistant 9 Mo 5-BLACK/AFRICAN AMERICAN 1
| HEI Program Coordinator—NE 5-BLACK/AFRICAN AMERICAN 1
Hourly CHS Non-Stud Extra Help 5-BLACK/AFRICAN AMERICAN 1
Hourly Non-Student Extra Help 5-BLACK/AFRICAN AMERICAN 9
Human Resources Specialist 5-BLACK/AFRICAN AMERICAN 1
Institutional Services Assistant 5-BLACK/AFRICAN AMERICAN 10
Institutional Services Supervisor 5-BLACK/AFRICAN AMERICAN 2
| Instructor 5-BLACK/AFRICAN AMERICAN 2
Instructor 9 Mo 5-BLACK/AFRICAN AMERICAN 1
| Instructor--12 Mo 5-BLACK/AFRICAN AMERICAN 3
Librarian 5-BLACK/AFRICAN AMERICAN 1
! Library Technician 5-BLACK/AFRICAN AMERICAN 1
| Part-time Faculty 5-BLACK/AFRICAN AMERICAN 2
' Professor 5-BLACK/AFRICAN AMERICAN 1
| Professor--12 Mo 5-BLACK/AFRICAN AMERICAN 1
Project Program Dir 5-BLACK/AFRICAN AMERICAN 3
Project Program Manager 5-BLACK/AFRICAN AMERICAN 19
Project Program Specialist 5-BLACK/AFRICAN AMERICAN 7
Records Management Analyst 5-BLACK/AFRICAN AMERICAN 1
Research Assoc 5-BLACK/AFRICAN AMERICAN 1
Skilled Trades Supervisor 5-BLACK/AFRICAN AMERICAN 1
Skilled Tradesman 5-BLACK/AFRICAN AMERICAN 3
Special Events Coordinator 5-BLACK/AFRICAN AMERICAN 1
Student Development Specialist 5-BLACK/AFRICAN AMERICAN 1
VC for Student Affairs 5-BLACK/AFRICAN AMERICAN 1
Total 153
Academic Counselor 6-TWO OR MORE RACES 1
Administrative Specialist Il 6-TWO OR MORE RACES 1

Assistant Professor

6-TWO OR MORE RACES




6-TWO OR MORE RACES

Instructor
Instructor--12 Mo 6-TWO OR MORE RACES
Professor 6-TWO OR MORE RACES

Project Program Specialist

6-TWO OR MORE RACES

Skilled Trades Supervisor

6-TWO OR MORE RACES

Skilled Trades Supervisor-Exempt

6-TWO OR MORE RACES

[N VRN S YOI [N U N

Student Development Specialist--NE

6-TWO OR MORE RACES

Total

Overall Total

240

UNIVERSITY
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The House and Senate Committees on Education
In Compliance with Act 1091 of 1999
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Chancellor’s Statement

Founded in 1927, ASU-Beebe has a long history as a student-centered
comprehensive community college dedicated to meeting the needs of
our students and communities with high quality programs in an
atmosphere of service. As an open admission institution, we embrace
“Student Success, Integrity, Diversity, Quality, and Community” as our
core values. Our cadre of student support services, small class sizes,
and caring faculty are some of the “special touches” students find when
they attend our institution.

ASU-Beebe recognizes that each individual brings unique life
experiences and talents to our college community, and that diversity of
perspective and experience enriches the learning, working, and living
environment for all. We seek to nurture inclusion. We are committed to
providing equity for all students, faculty and staff. We place special
emphasis on the recruitment of minority faculty, staff and students.

Jennifer Methvin
Chancellor
Arkansas State University-Beebe

Page 4



ASU-Beebe Long Range Planning

Beginning in 2009-2010, ASU-Beebe revised and updated its mission, vision, and core
values. During these planning processes, the University made special efforts to consider
diversity, global awareness, and the recruitment and retention of minority students, faculty,
and staff. The mission, vision, and core values are regularly reviewed through a
comprehensive process at the college that involves a variety of internal and external groups.
The most recent iteration of these documents was approved by the Arkansas State System
Board of Trustees in May 2018 and are reflected below. ASU-Beebe’s practice is to
continually revise and update its strategic plan, as necessary, to further its mission, vision,
core values, and institutional needs.

Mission
Transforming Lives Through Quality Learning Experiences
Vision

ASU-Beebe will become a nationally benchmarked institution that empowers individuals,
embraces communities and transforms lives.

Core Values

ASU-Beebe is a community of individuals working together to accomplish a common
mission and vision. The following core values provide the foundation that guides the way in
which our mission is accomplished and our vision will be achieved.

e Student Success
e Integrity

e Diversity

o Quality

e  Community

Page 5



Summary of Act 1091

Act 1091 of 1999 requires all state-supported colleges and universities to establish a
program for the retention of members of minority groups as students, faculty, and staff.
Under the Act, the term "minority" refers to African Americans, Hispanic Americans, Asian
Americans, and Native Americans.

The requirements of the Act are:
Each institution must annually prepare a progress report on the steps that have been
taken to reach the goals of the plan. The report must include information relative to
students, faculty, and staff within the institution. (The complete text of Act 1091 of
1999 is included in Appendix A.)

Annual Minority Recruitment and Retention Report Requirements

ASU-Beebe’'s Minority Recruitment and Retention annual report is submitted to include the
information required by the Arkansas Department of Higher Education. These items
inciude:

¢ Number of minority students, by minority group, who currently attend the institution.

¢ Number and position title of minority faculty and staff who currently work for the
institution.

¢ Number of minority, by minority group, full-time faculty who currently work for the
institution.

e Number of minority adjunct faculty who currently work for the institution.

e Number and position title of minority faculty and staff who began working at the
institution in the past year.

e Progress made in meeting institutional goals and objectives related to the recruitment
and retention of minority students, faculty, and staff.

o New strategies or activities that have been added for the coming year and the
indicators/benchmarks that will be used to determine success in meeting any
new objectives.

o Timeline, budget, and methods used to assess and monitor progress.

ASU-Beebe provided focused actions and activities during this academic year for the
recruitment and retention of minorities. The following is a summary of activities relevant to
minority recruitment and retention for academic year July 1, 2020 through June 30, 2021.
In addition, this report also indicates strategies and action plans ASU-Beebe intends to
employ to increase minority student, faculty, and staff recruitment and retention over the
next five years. As we have continued to implement and refine our goals regarding
diversity, global awareness, and minority recruitment and retention, we have continually
improved our data collection and analysis. We strive to provide learning opportunities for
students, to offer challenging and fuffilling employment for personnel, and to deliver
meaningful service to the communities we serve.

Page 6



Students

Number of Minority Students, by Minority Group, Who Currently Attend

the Institution.
(Note: Act 1091 defines minorily as African Americans, Hispanic Americans, Asian Americans, and
Native Americans; however, the categories as required by IPEDS are used instead for tracking and

consistency purposes.)

2020-2021 Total Student Count by Race

Race Number Percentage

Caucasian 3152 80.3%
African American 253 6.4%
Hispanic American 174 4.4%
Asian American 60 1.5%
Native American 19 0.5%
Hawaiian 6 0.2%
Nonresident Alien 4 0.1%
Two or More Races 95 2.4%
Unknown 163 4.2%
Total 3926

Source: Office of Institutional Research, ASU-Beebe, June 2021

Faculty and Staff

Number and Position Title of Minority Faculty and Staff Who Currently

Work for the Institution.
(Note: Act 1091 defines minority as African Americans, Hispanic Americans, Asian Americans, and
Native Americans; however, the categories as required by IPEDS are used instead for consistent

tracking and reporting purposes.)

2020-2021 Total Faculty & Staff Count by Race

Race Number Percentage

Caucasian 408 90.9%
African American 20 4.5%
Hispanic American 3 0.7%
Asian American 3 0.7%
Native American 0 0.0%
Hawaiian 1 0.2%
Nonresident Alien 0 0.0%
Two or More Races 14 3.1%
Unknown 0 0.0%
Total 449

Source: Human Resources Office, ASU-Beebe, June 2021
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The following table provides the position title, race, and status of faculty and staff who have
worked for ASU-Beebe during the 2019-2020 academic year.

2019-2020 Minority Faculty & Staff by Position

Position Race Status
Academic Advisor/Qutreach Spec. African American Full-Time
Administrative Specialist 1| Two or More Races Full-Time
Administrative Specialist lI Hispanic American Fuil-Time
Administrative Specialist |l Hawaiian ' Full-Time
Assoc. Professor of Chemistry African American Full-Time
Asst. Prof. Hist./Comp. Religion Asian American Full-Time
Asst. Professor of Art Hispanic American Full-Time
Asst. Professor of Business Two or More Races Full-Time
Campus Operations Manager African American Full-Time
Computer Support Tech Two or More Races Full-Time
Counselor Two or More Races Full-Time
Director of Physical Plant American Indian Full-Time
Federal Work Study Two or More Races Part-Time
Federal Work Study Hispanic American Part-Time
Federal Work Study African American Part-Time
Federal Work Study African American Part-Time
Federal Work Study African American Part-Time
Federal Work Study African American Part-Time
Institutional Work Study Asian American Part-Time
Instructor of Adult Education African American Full-Time
Instructor of Psychology Two or More Races Full-Time
Instructor of Spanish Two or More Races Full-Time
Instructor of Physical Education African American Full-Time
Maintenance Assistant Two or More Races Full-Time
Multi Media Specialist Two or More Races Full-Time
Part-Time Faculty Two or More Races Part-Time
Part-Time Faculty Two or More Races Part-Time
Part-Time Faculty Asian American Part-Time
Part-Time Faculty African American Part-Time
Part-Time Faculty African American Part-Time
Part-Time Faculty African American Part-Time
Part-Time/Extra Help Two or More Races Part-Time
Part-Time/Extra Help Two or More Races Part-Time
Part-Time/Extra Help African American Part-Time
Part-Time/Exira Help African American Part-Time
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Part-Time/Extra Help African American Part-Time

Part-Time/Extra Help African American Part-Time
Public Safety Officer African American Full-Time
Student Accounts Coordinator African American Full-Time
Student Union Night Manager African American Full-Time

\/C/Chief Info Tech Officer African American Full-Time

Source: Human Resources Office, ASU-Beebe, June 2021

Number of Minority, by Minority Group, Full-Time Faculty Who Currently

Work for the Institution.
(Note: Act 1091 defines minority as African Americans, Hispanic Americans, Asian Americans, and
Native Americans; however, the categories as required by IPEDS are used instead for consistent

tracking and reporting purposes.)

2019-2020 Full-Time Faculty Count by Race

Race Number Percentage

Caucasian 90 90.9%
African American 4 4.1%
Hispanic American 1 1.0%
Asian American 1 1.0%
Native American 0 0.0%
Hawaiian 0 0.0%
Nonresident Alien 0 0.0%
Two or More Races 3 3.0%
Unknown 0 0.0%
Total 99

Source: Human Resources Office, ASU-Beebe, June 2021

Number of Minority Adjunct Faculty Who Currently Work for the

Institution.
(Note: Act 1091 defines minority as African Americans, Hispanic Americans, Asian Americans, and
Native Americans; however, the categories as required by IPEDS are used instead for consistent

tracking and reporting purposes.)

2019-2020 Adjunct Faculty Count by Race

Race Number Percentage

Caucasian 88 93.86%
African American 3 3.2%
Hispanic American 0 0.0%
Asian American 1 1.1%
Native American 0 0.0%
Hawaiian 0 0.0%
Nonresident Alien 0 0.0%
Two or More Races 2 2.1%
Unknown 0 0.0%
Total 94

Source: Human Resources Office, ASU-Beebe, June 2021
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Number and Position Title of Minority Faculty and Staff Who Began

Working at the Institution in the Past Year.

(Note: Act 1091 defines minority as African Americans, Hispanic Americans, Asian Americans, and
Native Americans; however, the categories as required by IPEDS are used instead for consistent
tracking and reporting purposes.)

2019-2020 New Hires by Race

Race Number Percentage

Caucasian 31 83.8%

African American 2 5.4%

Hispanic American 0 0%

Asian American 0 0%

Native American 0 0%

Hawaiian 0 0%

Nonresident Alien 0 0%

Two or More Races 4 10.8%

Unknown 0 0%

Total 37

Source: Human Resources Office, ASU-Beebe, June 2021

The following individuals were hired from July 1, 2019 to date:

2019-2020 New Minority Hires
Position Race Status

Academic Advisor/Outreach Specialist African American Full-Time
Computer Support Technician Two or More Races Full-Time
Federal Work Study Two or More Races Full-Time
Instructor of Adult Education African American Full-Time
Maintenance Assistant Two or More Races Full-Time
Multi Media Specialist Two or More Races Full-Time

Source: Human Resources Office, ASU-Beebe, June 2021
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Annual Progress Summary

Progress Made In Meeting Institutional Goals and Objectives Related To

The Recruitment and Retention of Minority Students, Faculty, and Staff.

As part of the Minority Recruitment and Retention Plan, ASU-Beebe has established the
following goals for the recruitment and retention of minority students, faculty, and staff:

e Goal 1: Develop and implement strategies to recruit and retain minority faculty,
staff, and administrators.

e Goal 2: Implement the core value of “diversity and global awareness” throughout the
individual departments and academic units of ASU-Beebe.

e Goal 3: Actively recruit and retain minority students.

e Goal 4: Promote a campus environment that is minority-friendly.

Goal 1: Develop and Implement Strategies to Recruitand Retain Minority
Faculty, Staft, and Administrators.

The following is a summary of actions taken regarding Goal 1:

¢ The Diversity & Inclusion Committee was formed to investigate ways for the college to
enhance recruiting activities for faculty, staff and students while creating an inclusive
culture for all.

e ASU-Beebe is increasing recruitment activities to minority-serving institutions.

o The Office of Human Resources (HR) continually maintains working
relationships with other minority serving colleges and universities.

o ASU-Beebe continues to partner with sister institutions of higher education
who primarily serve minority communities to identify qualified minority talent,

e ASU-Beebe advertises employment opportunities in publications directly serving
minority populations as funds are available. Additionally, we publish appropriate job
openings with specific trade publications in order to recruit the best talent pool
possible.

o Positions are posted in the Sunday classified ads of the Arkansas
Democrat/Gazette which reaches a minority serving population of 54% as of
the 2010 census.

o HR currently advertises open positions in the following minority-serving
publications:

= The National Minority Update
»  Minority Times
»  Diversity News
= Hola Arkansas

o Additionally, the University subscribes to job advertisement packages with

the following publications which include diversity focused options:
= Chronicle of Higher Education
= HigherEdJobs.Com

e ASU-Beebe created recruitment materials that indicate a close proximity to the Little
Rock metropolitan area and reflect a diverse population.

o When attending job fairs, information and promotional materials are included
showcasing Beebe's close proximity to the Little Rock metropalitan area.

This proximity is also highlighted on the HR webpage.
Page 11



ASU-Beebe trained search committees on proper hiring processes using objective
and good-faith evaluation of the candidate’s qualifications.

o HR trains search committees on an ongoing and continual basis.

o Search committees are trained, as needed, to rate and rank applicants based
upon occupational qualifications using fair and objective rating criteria, job
descriptions, and necessary educational requirements.

o The Director of HR and/or the Recruitment Specialist qualify each pool of
candidates by screening for minimum requirements, such as identified
experience and education.

o All appropriate materials are submitted to HR, including objective rating grids,
for review before a final employment offer is made.

o Specific Professional Development programs, such as Leading Employees
for Advancement and Development (L.E.A.D.), are offered to ASU Beebe
campus employees; and, minority employees are encouraged to participate.

ASU-Beebe recruits minority adjunct instructors to apply for permanent teaching
positions as they become available.

o All departments/disciplines are strongly encouraged to post pool positions in
order to allow the full recruitment of candidates for adjunct teaching positions.

Goal 2: Implement the Core Value of “Diversity” Throughout the Individual
Departments and Academic Units ofASU-Beebe.

The following is a summary of actions taken regarding Goal 2:

ASU-Beebe strives to emphasize diversity and global awareness issues across the
curriculum. The University continues to offer existing courses and establish new
courses that expose all students to diversity issues. Specific courses include, but
are not limited to: American Minorities, Cultural Anthropology, Social Problems,
Principles of International Relations, Native American History, World Literature |, and
World Literature II.

The library collection provides works on a variety of cultures. In addition, videos and
DVDs requested by minority students have been ordered and are available for use.
Likewise, the library’s excellent Interlibrary Loan Service ensures that virtually any
requested item can be made available to students free of charge. Abington Library
also participates in the Arklink Library Consortium, which allows ASU-Beebe
students and employees to check out library materials from any participating
Arkansas college or university.

The Faculty Handbook states that “We promote the concept of academic freedom in
university discussions, publications, classes, student affairs forums, and committees.
Arkansas State University-Beebe recognizes that academic freedom is essential to
the development of knowledge and understanding and encourages and protects
freedom of inquiry in the responsible and lawful pursuit of these goals through
research and publication and through teaching, learning, and discussion in academic

endeavors. By extension, minority students’ pursuit of knowledge and research is
supported and encouraged.”
The Concert-Lecture Series included diversity offerings once again in the 2020-2021
season. The University plans to continue the concert/lecture season’s multicultural
palette for the future.
The University allocates funds to promote minority recruitment and retention,
including but not limited to the following:
o As previously stated, HR advertises employment opportunities in a variety of
publications, including those directly serving and/or targeting minority
populations.
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o HR also conducts search committee training for proper objective hiring
procedures.

o Students are recruited at various locations and events around the state,
which is funded by the University (see Goal 3).

o ASU-Beebe also funds various academic and co-curricular support systems
to help achieve better retention rates, including minorities: multiple learning
centers, Student Success Center, textbook rental program, and the Microsoft
Office Suite subsidy (see Goal 3).

o Furthermore, the institution receives and administers several grants to this
end: TRIO Programs, Path to Accelerated Completion and Employment
(PACE), Complete College America (CCA), Upward Bound, and Career
Pathways (see Goal 3).

The Campus Activities Board and Residence Hall Councils hosted numerous

virtual events throughout the year that promoted students/faculty/staff interaction.
Fall and spring leadership training for Resident Assistants and Leadership Council
representatives included diversity and inclusion.

The Student Government Association promotes the “Black Excellence Association”.
A registered student organization with the mission to “encourage and promote
awareness of the cultural diversity on the ASU-Beebe campus through providing
programming, networking, and enhancing the educational experience of African-
American students while attending ASU-Beebe.”

The Office of Student Life has expanded its student leadership program to be more
inclusive. Open to any student with a GPA of 2.50 or higher, Student Leadership
Experience (SLE) is designed to provide personal and impactful opportunities for
students to create individual leadership development plans. During the semester,
students work in small peer groups and meet seven (7) times over the course of the
semester.

The Office of Student Life has adopted Residential Curriculum to provide more
intentional guidance in the operations of Housing and Campus Living programming.
The curriculum places an emphasis on four identified co-curricular learning outcomes
including, Respect for Self and Others. Specific learning outcomes include:

o R.1-— Students will be able to recognize individual identities and their role
with the residential community.

o R.2 — Students will be able to relate social justice and inclusion concepts fo
the residential community.

o R.3 - Students will be able to recognize the importance of building and
sustaining positive relationships with others.

o R.4 — Students will be able to apply self-advocacy skills in management of life
tasks.
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Goal 3: Actively Recruit and Retain Minority Students.

The following is a summary of actions taken regarding Goal 3:

During 2020-2021, ASU-Beebe targeted 10 area minority-majority school districts for
recruitment visits, promotional distributions, and additional recruiting efforts. School
districts targeted, which were visited at least twice, are as follows:

o Augusta o England

o Brinkley o Hazen

o Cabot (Hispanic) o Jacksonville
o Carlisle o Lonoke

o Conway o Riverview

ASU-Beebe has consistently participated in the Student Exchange Visitors
Information System (SEVIS) program, which has experienced growth in its
international student population. In April 2018, ASU-Beebe completed the SEVIS
School Recertification for continued compliance to host/educate international
students. Approval was granted based on the institutional report submitted to SEVIS
by ASU-Beebe.

o During 2020-2021, 4 international students attended ASU-Beebe as their
primary institution.

o The International Club is a student organization that serves as a support
network for these international students, helping them more effectively
integrate into campus life.

Annually, ASU-Beebe participates in all regional Arkansas Association of College
Registrars and Admissions Officers (ArkACRAOQ) recruiting events across the state.
The Beebe, Heber Springs, and Searcy campuses have learning centers that provide
free tutoring and computer lab services to students, making it freely available to any
student needing academic assistance and/or internet/computer access.

Four TRiIO Programs on two campuses provide students with free tutoring, textbook
loans, career counseling, transfer assistance, cultural enrichment activities, and
academic advising.

The Student Success Center offers other special services: testing, counseling,
advising, disability services, career planning. It also provides a variety of free
workshops: calculator use/skills, writing skills, study skills, and workplace readiness.
Career Pathways assists qualifying parents and caretakers to overcome financial
barriers that may be preventing them from achieving academic success. This support
system provides money for transportation, childcare, tuition, and books.

The Campus Bookstore has implemented a textbook rental service that can save
students as much as 90% off the cost of a textbook, thus making college more
affordable to students.

Microsoft Office Suite is freely available for students with the cost being subsidized
by the University. This provides an affordable means for students to acquire
supplementary material required in much of their coursework.

As previously stated, ASU-Beebe’'s Concert-Lecture Series provides students
diverse cultural enrichment activities on campus each year.
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e ASU-Beebe encourages minority students to participate in and seek leadership
positions in co-curricular activities by providing opportunities to acquire leadership

skills.
Goal 4: Promote a Campus Environment that is Minority-Friendly.

The following is a summary of actions taken regarding Goal 4:
« ASU-Beebe offers minority students with enduring prospects for an enhanced quality
of life by providing a safe environment in which to live, learn, and grow.
e The University Police Department ensures our campuses aré as safe as possible.

o ASU-Beebe received a pre-disaster mitigation grant from FEMA for the sole
purpose of ensuring campus safety. At this time a backup generator, mass
notification system, internal notification system, and external notification
system are fully operational. These help ensure campus safety for all
students, employees, and visitors.

o There have been zero reported racial or ethnically based crimes.

o Through regular and continuous interaction with students, the University
Police Department fosters an environment of understanding and cultural
awareness/sensitivity.

« We provide for the physical safety and comfort of all students, free from harassment
and hate.

o The University Police Department on the Beebe, Heber Springs, and Searcy
campuses receive annual training on biased-based policing to ensure racial
profiling does not occur.

o Residence Life staff received professional development and training
throughout the year focusing on diversity and inclusion.
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Appendix A
ACT 1091 of 1999{tc "ACT 1091 of 1999"}

Act Entitled: An Act to Require State Supported Colleges and Universities to Establish
Programs to Enhance the Retention of Minority Students, Faculty, and Staff; and for Other
Purposes.

SECTION 1.
For purposes of this act, the term “minority” refers to African Americans, Hispanic Americans, Asian
Americans, and Native Americans.

SECTION 2.

a) All state-supported colleges and universities shall establish a program for the retention of blacks
and other members of minority groups as students, faculty, and staff. Retention action plans shali be
prepared on a continuing basis for future five-year periods.

b) Each state-supported college and university shall annually prepare a progress report on the steps
that have been taken to reach the goals of the plan. The report shall include information relative to
students, faculty, and staff within the institution.

¢) Copies of each institution’s five-year plan and annual reports shall be filed by June 30 withthe
Department of Higher Education, the Board of Trustees of the institution, the House and Senate
Interim Committees on Education, and the Board of Visitors of the institution, if applicable.

d) The Department of Higher Education shall develop appropriate forms for reporting and shall
monitor the retention plans and annual reports.

e) In carrying out the retention action plans, each institution shall provide for a part-time or fuli-time
employee by reassignment, appointment, or employment to assist the institution in the retention of
blacks and members of other minority groups for faculty and staff positions.

SECTION 3.
All provisions of this act of a general and permanent nature are amendatory to the Arkansas code of

1987 annotated and the Arkansas Code Revision Commission shall incorporate the same in the
Code.

SECTION 4.

If any provision of this act or the application thereof to any person or circumstance is held invalid,
such invalidity shall not affect other provisions or applications of the act which can be given effect
without the invalid provision or application, and to this end the provisions of this act are declared to be
severable.

SECTION 5.
All laws and parts of laws in conflict with this act are hereby repealed.

Supplemental Information:

Act 1091 of 1999 was enacted by The State of Arkansas 82nd General Assembly during its regular
session of 1999. The bill was sponsored by Representatives C. Johnson, Green, T. Steele, White,
Wilkins, Willis, and M. Smith. The Act is very similar to Act 99 of 1989, codified as A.C.A. 6-63-103,
which applies to minority recruitment (rather than retention.) Act 1091 of 1999 differs from Act 99 in
that Act 1091 requires ADHE to develop appropriate forms for reporting and to monitor the retention
plans and annual reports. It also defines “minority” which was not done in the 1989 Act.

Source: Act 1091 of 1999 enacted by the General Assembly of the State of Arkansas
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Student Statistics

Arkansas State University Mid-South has a diverse student population with the majority
of students identifying as Black (non-Hispanic). For Fall 2020, the total number of
students based on the official enrollment date was 1203, which was comprised of 783
minority students (65%). This is a decrease from 66% in Fall 2019.

Ethnicity Total Percentage
American Indian/Alaskan Native 6 5%
Astan/Pacific Island 13 1.1%
Black (non-Hispanic) 676 56%
Native Hawaiian 0 0%
Hispanic 42 3.5%
More than one ethnicity 38 3.2%
Non-resident, International 9 1%
White (non-Hispanic) 446 35%

In Spring 2020, enrollment included 622 minority students out of 992 (63%)

Ethnicity Total Percentage
American Indian/Alaskan Native 7 T%
Asian/Pacific Island 9 9%
Black (non-Hispanic) 523 53%
Hawaiian 0 0%
Hispanic 39 4%
More than one ethnicity 29 3.9%
Non-resident, International 10 1%
White (non-Hispanic) 370 37%



Employee Statistics

The College employed 80 minority faculty and full-time staff as of June 15th, 2021. By
appropriations act title these are (New minority employees for 2020-2021 are marked
with an asterisk™®):

Administrative Specialist I1I*
Administrative Specialist III*
Administrative Specialist I
Asst Director*®

Chief Information Officer
Coordinator for Student Recruitment
Coordinator, Administrative Computing
Counselor

Counselor

Counselor

Counselor

Counselor

Director of Adult Education
Financial Aid Analyst

Financial Aid Analyst

Food Preparation Coordinator
Full-Time Faculty

Full-Time Faculty

Full-Time Faculty

Full-Time Faculty - Technical
Full-Time Faculty Lead
Full-Time Faculty Lead
Instructor*

Instructor
Instructor-Nursing/Resp Therapy
Instructor-Nursing/Resp Therapy
Landscape Specialist™

Lead Faculty - Technical

Lead Faculty - Technical

Lead Faculty - Technical

Project Program Director
Project Program Specialist
Project Program Specialist
Project Program Specialist
Project/Program Manager
Project/Program Manager
Project/Program Manager
Project/Program Specialist
Project/Program Specialist
Purchasing Specialist™



Workforce Specialist

ASU Mid-South Minority Employees by Employment Categories

Title Asian Black Hispanic Native American
Hawaiian Indian/Alaskan
Native
Full-Time Staff L2 2 0 0
Full-time faculty 1 8 2 0 0
Adjunct faculty 3 13 1 0 0

Totals 5 48 5 0 ! 0

Strategic Initiatives for Recruitment and Retention of Students

ASU Mid-South student recruitment and retention efforts have included initiatives from
various departments on campus, including a number of state and federally funded grant
programs that target traditionally underserved student populations, as well as a dedicated
student recruiter. The institution also makes a concerted effort to ensure all marketing
materials, both in print and on-line, represent the core significance we place on diversity,
so our prospective and current students can see images of success that reflect their
specific background or student status.

While the pandemic prevented staff from attending events in Shelby County (TN) and
affected the number of in-person campus tours, outreach staff still maintained regular
contact and participated in various events at high schools in Crittenden County (AR) and
surrounding Arkansas school districts. Those events included open houses, career fairs,
financial aid nights, college nights, and preview days.

In the Athletics department, recruitment and retention is a priority to foster team building,
success in athletics, and most of all, successful completion of a degree to ultimately
transfer to a four year institution on a basketball scholarship. Both teams achieved a high
level of success on and off the court. All ten sophomores are either transferring to 4-year
colleges after successfully graduating or returning to ASU Mid-South through the
additional eligibility offered by the NCAA and NJCAA in responses to COVID.

ASU Mid-South is a participant in the TRiO Educational Opportunity Center (EOC)
grant. The department’s objective is to enroll 1000 low-income, first generation
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participants in the EOC project each year. F ifty percent of the participants are expected to
enroll in college each year, fifty-five percent need to apply for financial aid, and sixty
percent must be admitted to a college or technical program. The EOC team is very
involved in campus activities that lead to both recruitment and retention of students. They
collaborated with other departments on campus to sponsor off-campus trips to local
cultural centers and theatres. TRiO EOC also facilitated a workshop series with East
Central Arkansas Community Correction Center (a rehabilitation facility for women)
with a focus on self-esteem, career planning, and resume writing.

With the Pandemic severely limiting activities in 2020-2021, plans for the 2021-2022
academic year include resuming cultural trips for students to Hatiloo Theater, the Civil
Rights Museum, and Black History programs. EOC will continue to support The
Collective by participating in their Mock Interview Program and attending MLK College
Day, Trezavant College Fair, Excel College Day, Hollafest and the Southern Heritage
Classic football game. EOC will continue to facilitate workshops and serve participants
from the East Central Arkansas Correctional Center, scheduling tours of Memphis, and
attending college and career days at local high schools. TRiO EOC will continue to work
with The Collective to assist their students applying to college and technical school with
completing financial aid applications and work with Adult Education to help facilitate the
transition of their students to post-secondary education

TRiO Student Support Services program (SSS), a federally funded TRiO program of the
U.S. Department of Education, is designed to assist participants by enhancing their
academic skills; increase participant retention and graduation rates; and assist participants
transferring to a four-year institution. Services offered include Academic, Career,
Cultural, Financial Literacy, Transfer and Personal Coaching/Workshops/Trips. In the
2018-2019 academic year, TRiO SSS had over 3000 recorded contacts with their
participants and sponsored 42 events, both on and off campus.

TRiO SSS has goals that focus on improving student support services to under-prepared
students that leads to retention and completion. One objective is to increase collaboration
and strengthen partnerships of all institutional student support departments (i.e. PBI,
Career Pathways, Student Activities, Career Services, TRIO EOC and TRIO SSS) in
order to develop an institutional student support action plan with research based strategies
to optimally service under-prepared students. In 220-21, TRIO SSS served 138 students.

ASU Mid-South is a recipient of the Predominantly Black Institutions (PBI) Programs
grant, whose purpose is:

to strengthen eligible institutions to plan, develop, undertake and implement
programs to enhance the institutions capacity to serve more low- and middle-
income Black American students; to expand higher education opportunities for
eligible students by encouraging college preparation and student persistence in
secondary school and postsecondary education; and to strengthen the financial
ability of the institution to serve the academic needs of these students.



As with many other institutions and programs, many planned activities and meetings for PBI at ASU Mid-
South were cancelled to the Covid-19 pandemic. However, as adjustments were made, there were still
many innovative things that took place within the grant that allowed its purpose to still be served.

Success Coaching- Bridget Stewart prepared a Zoom presentation for
all STEM, Health, & Teacher Education majors. The Topic was
Decision Making. The presentation was saved and is readily available
for reference to students on her caseload who were not able to be on
the Zoom call.

College Success -With April Holland’s leadership, this course has continued
to remain innovative and impactful with participating students. A major
grant hurdle was achieved in the area of financial literacy as a number of
students completed “Cash Course,” which is a financial component of On
Course. In addition, April was able to once again present On Course best
practices to others as she represented ASU Mid-South at a National
Conference.

Health & Wellness- Cody Hastings was able to pull athletes from the Men’s
and Women’s Basketball teams and prepare presentations on a number of
topics that affect each of them and how they can cope. Such topics included,
Life After Sports, Ways to Deal with a Disappointing Loss, Balancing Your
Time, & Good Nutrition. The presentations from each athlete were made
available on YouTube and are being used as references for present and
future student athletes.

African American Male Initiatives- Members of Brother-2-Brother (B2B), a
leadership program focused on African-American male peer mentoring,
were invited guests of two different virtual events. There was the Arkansas
Summit for African American Males in which ASU in Jonesboro was the
host school and The Men in Black Awards Ceremony where the host school
was S.W. Tennessee Community College. The Director represented ASU
Mid-South in both events, one as an advisory board member and the other
as one that gave remarks and encouragement on behalf of B2B. In addition,
the work that has been done at ASU Mid-South with regards Black Male
Initiatives were acknowledged.

STEM/Heaith. & Teacher Education-Through grant stipulated funds,
equipment needs continue to be purchased and provided to help aid with
instruction. One purchase that stands out during the past year is an
Anatomage Table. This item is an advanced 3D anatomy visualization and
virtual dissection tool that is very rare even among medical schools and
institutions. It will be used by students in health related programs at ASU
Mid-South.

ASU Mid-South’s Diversity Committee’s membership includes a cross-section of faculty
and staff. The committee’s charge is to discuss strategic plans for creating a more diverse,
equitable and inclusive campus environment for faculty, students, and staff. The
committee focus is on improving diversity in the areas of hiring, promotion, student
recruitment and retention.



Strategic Initiatives for Recruitment & Retention of Employees

Arkansas State University Mid-South recruits new employees through advertising
internally and externally with job postings, and maintaining relationships with external
organizations, such as the Arkansas Community Colleges (ACC) and its leadership
program. One way the college retains employees is through promotion within the
institution and professional development opportunities.

In 2020, for the second year in a row, ASU Mid-South was chosen by the Chronicle of
Higher Education as a Great College to Work For! We are one of 79 institutions
nationally (out of 221 colleges and universities who participated) to receive the
recognition this year, and the only two-year college in Arkansas. This year the institution
was recognized in the category of Facilities, Workspace & Security.

The survey results are based on a two-part assessment process: an institutional audit that
captures demographics and workplace policies and a survey administered to faculty,
administrators, and professional support staff. The primary factor in deciding whether an
institution receives recognition is the employee feedback. This designation is an honor,
but also helps with recruiting new employees, and shows that current employees feel
respected and appreciated, which helps in retention.

New Strategies and Objectives for 2021-2022

The college is undertaking a substantial amount of internal research in order to develop
the 2022-2025 Strategic Plan. This includes surveys of faculty, staff, students, and
employer partners as well as a thorough internal process to evaluate the state of the
institution and establish strategic priorities. In keeping with institutional values, this
process will be inclusive and oriented towards identifying sustainable solutions that
reflect the needs and diversity of our service area. The steps of the Strategic Planning

process are shown below.

e Assess: Gather and review data (present through Spring 2021)
e Design: Establish core plan components (Spring-Summer 2021)



¢ Build: Craft details of each plan component (Fall 2021)
¢ Manage: Introduce and market final plan to campus, begin implementation and
create mechanisms for assessment (Spring 2022)

Following up on a new strategy identified in last year’s report, ASU Mid-South has hired
a full-time staff member to support efforts related to Perkins V. Specifically, this staff
member seeks to improve the college’s tracking of key data points related to the special
populations identified under Perkins V and ensure that these funds are spent
appropriately.

The college recently completed a new PBI grant application that will focus on improving
existing retention efforts and expanding access to the high-demand Aviation Maintenance
program. A significant data element here is that African-Americans are currently
underrepresented in this program compared to the overall student population. Efforts in
this grant to expand and improve the program are partially driven by the need to expand
accessibility for what is a high-skill, high wage, and high demand field.

Finally, ASU Mid-South is in the process of revising the Enrollment Management Plan
for the next three years. The plan sets realistic goals for improving outreach. The current
challenges presented by the pandemic are an especially appropriate time to address the
evolving needs of our community. This is distinct from the Minority Retention Plan
which is shown at the bottom of this document. The core objectives of the Enrollment
Management Plan currently under revision are shown below.

Recruiting and Outreach

Arkansas State University Mid-South’s recruiting and outreach goals include increasing
the enrollment of traditional students, non-traditional students, and concurrent students by
1% through focusing recruiting and outreach efforts in Crittenden (AR), Poinsett (AR),
Shelby (TN), Desoto (MS), and other surrounding Arkansas counties. The following
recruitment strategies (tactics) have been identified to support achievement of these

goals:

e Communicate with prospective students through personal interactions, email,
phone, letters, postcards, social media, etc. Automated emails will be sent to
prospective students who request additional information. These automated emails
will supplement responses by program faculty and staff familiar with the specific
academic program.

e Execute a series of coordinated communications to be sent to prospects and
applicants. (See attached calendar)

e Host a Greyhound Day (preview day/open house) each semester to allow
prospective students an opportunity to visit the College and meet with counselors,
faculty, financial aid, etc.

e Utilize student ambassadors to aid in recruiting students to ASU Mid-South.
Ambassadors will attend events, conduct tours, and make connections with
prospective students.



e Develop an ASU Mid-South application for cell phones to increase awareness of
registration periods, important deadlines, and College events.

e Assist students and their families with completing financial aid information
including the Free Application for Federal Student Aid (FAFSA), institutional and
Foundation scholarship applications, and the YOUniversal Scholarship
application.

e Promote registration periods, short/flex-terms, and specialized programs (on-line
degree programs) to the College’s traditional service area through the use of
various media including flyers, emails, radio, television, social media, and direct
mailing, etc.

e Host a Counselor’s Brunch in the spring to share information about ASU Mid-
South with counselors and community leaders.

e Review recruiting materials and planned communications to prospective and
currently-enrolled students annually to improve messaging and efficiency.

e Collect and analyze data from recruitment events, both on- and off-campus, to
determine the value of recruitment activities, compared to resources available.

Retention and Persistence

Retention and Persistence Objectives are 1.) Increase semester-to-semester Retention
Rate by 0.5% per year of a rolling 3 year average of first-time, degree seeking students;
and 2.) Increase the year-to-year persistence rate by 1.0% per year of a rolling 3 year
average of first-time, degree-seeking students. Strategies listed in each objective
demonstrate the action items to increase retention and persistence at ASU Mid-South.

Objective 1: Improve the Effectiveness of Advising

Addresses ASU Mid-South Strategic Priority 2: Success through Effectiveness & Strategic Priority 3:
Professional Growth and Employee Engagement

Strategies
e Encourage students to advocate for their own educational and career goals.

o Utilize the Advising Syllabus

o Develop easy to read, single page Degree Checklists accessible on the
webpage

o Create automated communications to assist students through goal

completion
o Encourage students to meet with their faculty advisor twice each semester

o Revise the Intent to Graduate form to capture multiple credentials for
students completing more than one program of study
e Create an Advisor Training and Development Program.
o Continue Advising Workshops
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o Create Advising Manual in interactive, modular form
o Set clear expectations for Advising and create processes to track meeting
those expectations
o Develop an advising recognition program
e Implement a process for more efficient communications of advisee/advisor list to
students and advisors
o Create a simplified way to assign students to advisors
o Assign students to a faculty advisor from the time they begin
o Communicate advising assignments at beginning of semester
o Assign an email address for advising questions

Objective 2: Improve Student Engagement

Addresses ASU Mid-South Strategie Priority 2: Success through Effectiveness & Strategic Priority 3:
Professional Growth and Employee Engagement

Strategies
¢ Improve engagement in the classroom
o Establish a repository of “best practices” related to student engagement in
the classroom (from our faculty)
o Encourage participation in “Best Practices” professional development
opportunities each semester
o Develop a facuilty/staff orientation designed for those who are teaching
concurrent students to increase awareness of theory and best practices for
classroom interactions
o Design training for faculty about student conduct policy and adoption of
best practices for classroom management related to student conduct
¢ Encourage student participation in campus activities
o Review and encourage more meaningful participation in student
organizations and clubs
o Provide 2-3 student activities per month to help connect students to
campus
o Create a centralized student activity calendar accessible on ASU Mid-
South’s website
o Use CCSSE results to design purposeful strategies toward areas of
“identified” low engagement
e Increase participation in First Year Experience components carefully designed to
help students connect from the beginning of their time on campus.
o Develop a robust on-line Freshman New Student Orientation (FNSQ)
o Encourage participation in FNSO and move toward making it mandatory
o Publicize FYE Summer Term (Summer Bridge) as an opportunity for
students to get College Success Credit and FNSO in 2 weeks during
summer without charge
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o Increase the number of students who take College Success during their
first semester on campus

Objective 3: Improve the Effectiveness of Support Services

Addresses ASU Mid-South Strategic Priority 1: Accessible and Affordable Education & Strategic Priority 2:
Success through Effectiveness

Strategies
e Assess and expand the early alert system.
o Encourage advisor involvement through creation adoption of Starfish.

o Track most common reasons for Early Alerts and look for ways to
proactively address these issues
e Review retention practices of auxiliary programs.
o Discover data-supported best retention practices in auxiliary programs
o Share results across campus
o Look for ways to duplicate those practices
e Increase the Academic Support for online students.
o Improve online tutoring services through the Tutor Me service.

o Create a mechanism for online advising
o Examine other campus services to make sure that they are available to
online students (financial aid, finance office, admissions, etc.)

Objective 4: Review and Revise Student Policies and Procedures, as needed, for
Effectiveness

Addresses ASU Mid-South Strategic Priority 2: Suecess through Effectiveness

Strategies
e Revisit student payment plan options.
o Survey students about understanding of payment plan options and
satisfaction of payment plan options
o Develop a non-payment / no-show student survey to discover the issues
that keep our students from paying and attending registered courses.
o Provide detailed information online about payment plan options
o Work with finance office to create clear guidelines on payment plan
options
e Assess and revise the academic probation and suspension policy and procedures.
o Rewrite probationary policy to help students circumvent academic
suspension
o Create study skills course to give students better tools for being successful

in college
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¢ Assess web-based information for financial aid / scholarships.
o Rewrite or reformat scholarship information on web to be more accessible
o Modify specific requirements that contribute to unused scholarships

Budget Information

Budgets for these initiatives are divided among various departments. FY 2021 Budgets
that contribute to completing strategic and operational objective related to recruitment
and retention of minority faculty, staff, and students include:

Athletics $208,620
Career Coaching $21,587
Counseling Services $65,250
Fitness Center $1,240
Learning Success Center $72.544
New Student Orientation $1,000
Student Marketing $25,000
Publicity and Information $494,045
Recreation: $14,664
Recruiting: $68,415
Student Activities: $29,138
Student Life $3,500
TRiO EOC Recruiting $13,167
TRiO SSS $21,642
Tutorial Services $155.249
Total $1.194.450

These budgets reflect both supplies and personnel costs.
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Five Year Plan 2021-2025

In addition to the year plan steps below, throughout the five years outlined below the
college will maintain a number of initiatives related to minority recruitment and
retention. These include the annual Men of Color in Higher Education conference, the
operation of the standing committee on Diversity, and the rejuvenation post-pandemic of
student organizations geared towards minority students: Brother 2 Brother, Sister 2
Sister, and Somos Greyhounds.

e Year 1 — In year one ASU Mid-South will reorganize Academic Affairs in order
to create greater efficiency and to promote opportunities for internal growth. We
anticipate this will support the recruitment and retention of minority faculty by
creating positions which are attractive to internal candidates and may appeal to a
wider pool of job candidates. We also believe this reorganization will support
more effective scheduling practices that are in tune with student needs and
external obligations. The college will complete the strategic planning process in
order to align institutional priorities to serve established values including
diversity. In addition, the college will complete its application for a new round of
PBI grant funding which emphasizes recruitment and retention of minority
students through direct outreach and improving accessibility to high-demand
programming.

e Year 2 — The College will implement the measures stated in the PBI grant. A key
element is adding online components and infrastructure improvements that
support the Aviation Maintenance program. This is our fastest growing
Associate’s degree program over the past five years. However this initiative will
help address a lack of diversity in the program. In addition, the college will begin
incorporating data from a research partnership with CAPR in order to better
employee multiple measures in our admissions and placement processes.

e Year 3 — In year three, the college will complete the implementation of PBI
related measures and become collecting data on their impact. In preparation for
the 10-year reaccreditation visit required by the Higher Learning Commission, the
college will gather extensive data regarding student and staff experiences as well
as the internal operations of the institution. The college will emphasize diversity
and inclusion in preparing reports and identifying key priorities for this process.
Accreditation provides an opportunity to seek feedback and assess whether the
institution has acted on strategic priorities related to diversity and inclusion.

e Year 4 — By year four the college will have been reaccredited by the Higher
Learning Commission. By this time, the college will also have completed work
related to its current Title I grant which includes elements of financial literacy
education and the improvement of online instruction. This work is heavily geared
toward improving access and student outcomes beyond the classroom. We
believe that a more accessible and engaging online environment makes our
programs more flexible, allowing the college to serve community members with
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family or work commitments that limit their ability to attend live courses. Since
our service area is majority minority, initiatives targeting students with high
financial need in these communities primarily engage minority students.

Year 5 — In year five the college will gather trend data from the past five years in
order to evaluate the institutions process in implementing recruitment and
retention strategies. At this time the college will be completing an update of the
college’s strategic plan. We expect the grant initiatives, coordination with CAPR
and other new initiatives to produce useful data to augment our existing resources.
In addition, the work of the ASU System office to improve and expand data
collection will prove especially useful for evaluating outreach initiatives since this
will include a significant expansion of employee data that will prove useful in
supporting the recruitment and retention of minority faculty and staff.
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e Number of minority students who are currently attending the institution:

Declared Ethnicity Number
American Indian/Alaskan Native 72
Asian 36
Black/African American 28
Native Hawaiian/Pacific Island 24
Hispanic of ANY Race Q0
Non-Resident Alien 8
Two or More Non-Hispanic Races
Race/Ethnicity Unknown 27

Total 285

e Number and position title of minority faculty and staff who currently work for the institution:

Declared Ethnicity Number
Faculty/Adjunct
Hispanic 2
Staff
Hispanic 4
Total 6



Arkansas State University-Mountain Home
Annual Minority Recrvitment and Retention Report

Progress made in meeting institutional goals and objectives related to the recruitment and
retention of minority faculty, staff, and students.

The goals and objectives of the diversity plan are adhered to and completed as
appropriate to the student, faculty, and staff populations.

GOAL 1.
TO PROVIDE MINORITY STUDENTS WITH OPPORTUNITIES TO ACCESS EDUCATIONAL
OPPORTUNITIES AND KNOWLEDGE

ASUMH provides continuing education, extracurricular experiences, and representation for
minorities. The objectives for this goal have been met through various aspects of the current
curriculum such as assigned readings in literature and history classes and participation in Black
History Month and Women's History Month activities, as well as other experiential learning

opportunities.

Black History Month and Women's History Month incorporate celebrations of the idea of diversity.
Many events held on campus support the mission of the university. Additionally, programs and
grants are in place to target specific minority populations.

The obijectives for this goal have also been met through ASUMH's early alert program, Schliemann
Tutoring Center, career counseling through Title lll, academic advising by faculty members, and
financial aid and scholarships. Information on each of these services is provided by Student
Services through email and campus signage. Additionally, the availability of academic services
and financial aid is listed on the ASUMH website. Division chairs provide oversight of faculty
implementation of the early alert program. Diversity is of great importance to ASUMH.

The Mission Statement of ASUMH identifies diversity as one of the aspects of the educational

experience.
ASUMH's recruiting materials also highlight minority students.

The Mission of ASUMH is to LEAD through educational opportunities.

Lifelong Learning,
Enhanced Quality of Life,
Academic Accessibility, and
Diverse Experiences
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GOAL 2:
TO RECRUIT ADDITIONAL MINORITY STUDENTS

In 2010-2011, the minority student population was 119 students. The unduplicated headcount for
the 2010-2011 academic year was 2103, so minority students comprised 6% of the student
body. This 1% increase is notable because the demographics of ASUMH's service area have not
changed.

In 2011-2012, the minority student population was 136 students. The unduplicated headcount for
the 2011-2012 academic year was 2177, so minority students comprised 6%. While the minority
student population increased, so did the unduplicated headcount. Data for the past three years
show that the minority student population increases each<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>