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Effective July 1, 2019, This Policy supersedes earlier policies, which are hereby repealed.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,
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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;
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- 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 i<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>