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

Arkansas Public Employees Retirement System/0370:

Contact Name: Abbi Bruno

Contact Phone: 501-682-7820

Contact Email: abbi.bruno@arkansas.gov

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? No

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

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

current gender and ethnic makeup.

Number of | Number of
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian 0 0 0 0%
Asian Pacific
Islander 4 2 6 8.57%
Black/Not
Hispanic 25 3 28 40%
Hispanic 0 1 0 1.43%
White/Not
Hispanic 15 20 35 50%
Total 44 26 70 100%




Per the APERS Employee Handbook:

Equal Employment Opportunity

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




Arkansas Legislative Audit
Equal Employment Hiring Program
Gender and Ethnic Makeup

as of June 30, 2019
Female Male Total
Ethnic Origin Employees Employees Employees Percentage

American Indian/Alaskan 1 1 0.38%
Asian or Pacific Islander 1 1 2 0.75%
Black/Not Hispanic origin 9 2 11 4.14%
Hispanic 2 2 0.75%
White/Not Hispanic origin 137 113 250 93.98%
Total 147 119 266




Arkansas Legislative Audit
Equal Employment Opportunity in Hiring
June 30, 2019

Arkansas Legislative Audit does not discriminate on the basis of race, color, national origin, sex, religion,
age, disability, or political affiliation in employment. To provide equal employment opportunity in hiring,
ALA provides an employment application template on its website, http://www.arklegaudit.gov/about-
us/employment-opportunities/default.aspx, that can be completed by anyone from across the state. ALA
recruits future college graduates, that will have 150 credit hours and be eligible to sit for the CPA exam,

by attending “meet the firm” events sponsored by colleges, universities, and professional organizations

across the state; many of these events include higher education institutions with significant minority

student populations.



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

Department / Agency / Institution Name: ARKANSAS SENATE
Contact Name: n ANN CORNWELL

Contact Phone: 501-682-5951

Contact Email: ann.cornwell@senate.ar.gov

Date of Submission: August 27, 2019

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 %
Hispanic %
White/Not
Hispanic 5 2 7 %
Total 10 3 13 %




STAFF EMPLOYMENT

Nature of Employment — Employment at Will

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

Equal Employment Opportunity

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

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

The Senate complies with the requirements of Title V11 of the federal Civil Rights Act of 1964
and its amendments, the Age Discrimination in Employment Act of 1967 (ADEA), the
Americans with Disabilities Act of 1990 and the ADA Amendments Act of 2008 (collectively,
the ADA), Title Il of the Genetic Information Nondiscrimination Act of 2008 (GINA), the
Arkansas Civil Rights Act, Arkansas Code §21-12-103, and all other applicable federal and state
antidiscrimination laws. Under the Arkansas Civil Rights Act, discrimination by any officer or
employee of the state based upon race, color, religion, sex, gender, national origin, age, disability
or genetic information constitutes grounds for dismissal.

Nonpartisan Employment

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



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

Department / Agency / Institution Name: Auditor of States office
Contact Name: Melanie Wilson

Contact Phone: 501-371-2110

Contact Email:melanie.wilson@auditor.ar.gov

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.

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 0 1 1 3.84%
Black/Not
Hispanic 5 1 6 23.08%
Hispanic 0 0 0 0%
White/Not
Hispanic 9 10 19 73.08%
Total 14 12 26 100%




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:

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 0 2 2 .34%
Black/Not
Hispanic 17 24 41 7.02%
Hispanic 1 3 4 .68%
White/Not
Hispanic 149 388 537 91.96%
Total 167 417 584 100%




Andrea Lea
Auditor of State

230 State Capitol
Little Rock, AR 72201

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: 0011 Bureau of Legislative Research

Contact Name: Marty Garrity

Contact Phone: 501-537-9114

Contact Email: garritym@blr.arkansas.gov

Date of Submission: 8/25/2019

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

§21-3-101.

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

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

policy. No

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

current gender and ethnic makeup.

Number of | Number of
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian 0 0 0 0%
Asian Pacific
Islander 3 0 3 2.75%
Black/Not
Hispanic 23 1 24 22.02%
Hispanic 2 1 3 2.75%
White/Not
Hispanic 54 25 79 72.48%
Total 82 27 109 100%



mailto:garritym@blr.arkansas.gov

2.02. Equal Employment Opportunity

The Bureau 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, appropriate 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 retaliation.

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 (ADEA), the
Americans with Disabilities Act of 1990 and the ADA Amendments Act of 2008 (collectively,
the ADA), Title II of the Genetic Information Nondiscrimination Act of 2008 (GINA), the
Arkansas Civil Rights Act, 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.



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

Department/Agency/Institution Name: Arkansas State Claims Commission

Contact Name: Kathryn Irby
Contact Phone: 501-682-1619
Contact Email: kathryn.irby@arkansas.gov

Date of Submission: September 26, 2019

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

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

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

Number Number
of Female | of Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian %
Asian Pacific
Islander %
Black/Not Hispanic 2 2 4 40%
Hispanic 1 1 10%
White/Not Hispanic 3 2 5 50%
Total 100%




ARKANSAS STATE CLAIMS COMMISSION

(501) 682-1619
FAX (501) 682-2823

KATHRYN IRBY
DIRECTOR

101 EAST CAPITOL AVENUE
SUITE 410
LITTLE ROCK, ARKANSAS
72201-3823

Equal Employment Hiring Practices Policy

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

The goal of the Arkansas State Claims Commission shall be to utilize an equal employment

hiring program to approximate the percentage of minorities in the state’s population, according to
the most recent United States Census data.

Effective as of September 26, 2019



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

Arkansas Department of Agriculture

Contact Name: Paula Jones

Contact Phone: 501-219-6370

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

Date of Submission: 10/15/2019

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 6/15/2019.
Number of | Number of
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian 0 3 3 5%
Asian Pacific
Islander 4 6 10 1.5%
Black/Not
Hispanic 14 17 31 5%
Hispanic 5 2 7 1%
White/Not
Hispanic 168 439 607 92%
Total 191 467 658 100%




1 Natural Resources Drive, Little Rock, AR 72205

" Hb h agriculture.arkansas.gov e
sa Hutchinson es War:
Governor (501) 225-1598 Secretary of Agriculture

EQUAL EMPLOYMENT OPPORTUNITY POLICY

Effective July 1, 2019
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 relate 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 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.

. IMPLEMENTATION.

A. Information Dissemination
Supervisors and managers are responsible for implementing and administering this policy, applying
these principles in good faith for meaningful progress in the employment of minorities, women and
members of other protected classes. 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. Referencing the policy statement in posting of 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 at each
Department office titled: “Equal Employment Opportunity is the Law” and “Your Rights Under USERA:
The Uniformed Services Employment and Reemployment Rights Act.”

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 a 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. 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.

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

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

E. 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: Department of Commerce/9902

Contact Name: Steven Porch

Contact Phone:

Contact Email: SPorch@ArkansaseEDC.com

Date of Submission: 10/10/2019

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 0.34%
Asian Pacific
Islander 13 13 26 1.79%
Black/Not
Hispanic 437 114 551 37.87%
Hispanic 7 11 18 1.24%
White/Not
Hispanic 529 326 855 58.76%
Total 988 467 1455 100.00%




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

Department/Agency/Institution Name: Arkansas Department of Corrections
Stacia Wood-Lenderman

Contact Name:
Contact Phone:
Contact Email:

Date of Submission:

870-850-8523

Stacia.Wood Lenderman@Arkansas.gov

Monday, September 23, 2019

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 Female Total
Ethnic Orgin Employees Employees Employees | Percentage
American Indian 1 0 1 0.02%
Asian Pacific
Islander 7 6 13 0.24%
Black/Not
Hispanic 1807 964 2771 50.54%
Hispanic 19 30 49 0.89%
White/Not
Hispanic 1088 1561 2649 48.31%
Total 2922 2561 5483 100.00%



mailto:Stacia.Wood_Lenderman@Arkansas.gov

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.

88 25-43-105, 25-43-108, and 25-43-403 PAGE 1 of 3

ISSUED BY: EFFECTIVE DATE:

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 Page 2 of 3 ‘

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 Page 3 0of 3 ‘

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:

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

e 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: Department of Education
Contact Name: Kristy Hobson
Contact Phone: 501-683-3345

Contact Email: kristy.hobson@arkansas.gov

Date of Submission: 10/12/19

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

ADE follows the EEO policy set by DFA. DFA EEO policies are attached at the end
of this report.

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

policy.

There have been no changes to our program or policy since our last submission.

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

current gender and ethnic makeup.

Number of | Number of
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian 1 1 2 0.2%
Asian Pacific
Islander 9 2 11 1.3%
Black/Not
Hispanic 157 55 212 24.0%
Hispanic 16 7 23 2.6%
White/Not
Hispanic 443 192 635 71.9%
Total 626 257 883




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 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. Is 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).

I1. 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;
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



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").

II1. 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



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

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.
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).



Department of Finance and Administration Office of Personnel

Management Policy Title: Equal Employment Practices Policy Number: 17
Authority: Title VII of the Civil Rights Act of 1964; Ark. Code Ann. §§ 21-3-203
and 21-12-103 Revised: May 14, 2019

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

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

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

3. The conduct has the purpose or effect of substantially interfering with an individual’s
work performance or creating an intimidating, hostile or offensive work environment.
Actions that may be defined as sexual harassment are not limited to the "supervisor and
employee" situation, but may include actions of coworkers, actions of the same or opposite
sex and action of individuals external to the agency, but who have contact with employees in
the work environment.

Retaliation

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

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

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

For more information about the types of discrimination and prohibited practices, see the U.S. Equal

Employment Opportunity Commission website at https://www.eeoc.gov/laws/index.cfm.




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

Department / Agency / Institution Name: Department of Energy & Environment
(including Division of Environmental Quality, Oil & Gas Commission, Geological

Survey, and Liquefied Petroleum)
Contact Name: Raina Weaver

Contact Phone: 501.682.0698

Contact Email: raina.weaver@adeq.state.ar.us

Date of Submission:10.14.2019
Please attach a copy of the program or policy as required by Arkansas Code §21-3-101.
Attached are the EEO polices from DEQ, Oil & Gas, and Geological Survey.

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.

Policies have been revised for clarity and conciseness. The sexual harassment and
discrimination procedures will be revised after OPM establishes the necessary
policies, procedures, and regulations to ensure system uniformity in accordance with
state and federal law.

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 13 16 3.28%
Black/Not Hispanic 28 13 41 8.40 %
Hispanic 3 3 6 1.23 %
White/Not Hispanic 194 231 425 87.09 %
Total 228 260 488 100 %




Arkansas Geological Survey
Policy Handbook

About this Handbook:

This Handbook does not constitute any employment contract or agreement, either expressed or

implied, between the agency and its employees. This Handbook is subject to change without
notice either wholly or in part.

Discrimination by any officer or employee based upon race, creed, religion, national origin, age,
sect, or gender shall constitute grounds for dismissal. When it is determined by any court of law

that an employee of the State of Arkansas is guilty of discrimination based on the above, such
determination shall be grounds for dismissal from employment.

Nothing in this handbook or any other document, policy or procedure issued or used by

Arkansas Geological Survey creates an expressed or implied right or expectation of continued
employment or contract.

Revised 07/2017



GENERAL POLICIES

. Working Hours: All State administrative offices will be open for business from 8:00 a.m.

until 4:30 p.m. The normal work day for full-time employees working in an administrative
office shall consist of 8 hours.

. Work Breaks: All employees must take a lunch break, and are welcome to take short
a.m. and p.m. breaks. Non-Exempt employees must take 30 minutes off for lunch,
unless their supervisor or the director asks the employee to work during lunch time for a

specific reason. A.M. and P.M. breaks are a privilege rather than a right, and should not
interfere with work schedules or deadlines.

Dress and Appearance: It shall be the policy of Arkansas Geological Survey to
encourage all employees to use good judgement and discretion in their dress and
appearance. Personal appearance shall be appropriate to the job assignment and
location. Employees in the AGS office should maintain a professional appearance and
employees working in the field should dress appropriate to the project. This policy is in
compliance with Governor's Policy Directives. All clothing worn by state employees
should reflect the image of a professional public servant.

Public Information: Most information in State government is public record and is
available to all citizens under the Freedom of Information Act (FOIA). Included are
information items about your employment with the state. Those items include name,
salary, pay grade agency, position title, race, gender, supervisory, and other information
directly related to your employment. Personal information that is not job related is
redacted from FOls. Things like Social Security Number, home address and phone
number, spousal information, information on children, HIIPA are not included. However,
many confidential matters are entrusted to those working for the State. The data on the
computers you use in your state job is also public information. You should be certain

(check with your supervisor) that information requested may be made available to the
inquiring public.

. Other Employment: It is not permissible for a State employee to engage in private
employment during the time he or she is scheduled to be working for the State. Further,
it is unlawful for a State employee to engage in any occupation outside working hours in
a manner or to an extent which constitutes a conflict of interest as defined in the law.
Otherwise, it is permissible for State employees to engage in private employment if they
so desire. It should be noted, however, that employees are subject to dismissal for
inadequate performance of their jobs. Anyone considering employment in addition to his
or her job with the State should carefully consider whether such employment would
make demands on his or her time and energies which would adversely affect job
performance in the State job. This, of course, is a personal matter and requires the use
of good judgment on the part of anyone considering such an arrangement.

. Discrimination: Acts 1301 and 1318 of 1995 state that discrimination by any officer or
employee of a State agency based upon race, creed, religion, national origin, age, sex,
or gender shall constitute grounds for dismissal. If a court of law determines that any

employee of the State is guilty of such discrimination, the employee shall be dismissed
from employment.

Employment-At-Will: The Arkansas Geological Survey is an “Employment-At-Will”
employer. As an AGS employee there is not a contract, expressed or implied, for



AMERICANS WITH DISABILITIES ACT COMPLIANCE POLICY
The AGS is committed to providing reasonable accommodations to the known physical or
mental limitations of qualified applicants or employees with disabilities unless it can be
shown that the accommodations would impose an undue hardship on the agency.
Specifically, the agency provides reasonable accommodations to ensure equal opportunity
in the application process, to enable a qualified individual with a disability to perform the

essential functions of a job, and to enable an employee with a disability to enjoy equal
benefits and privileges of employment.

It should be understood that the agency cannot make an accommodation when it is
unaware of the need. It is primarily the responsibility of the applicant or employee with a
disability to inform the agency that an accommodation is needed to participate in the
application process, to perform essential job functions, or to receive equal benefits and
privileges of employment. If you feel you need a reasonable accommodation, please
submit a written request to your supervisor. Together the supervisor and Director will review
the request to determine the most appropriate action. Our goal is to provide reasonable

accommodations that reduce barriers to employment related to an applicant’s or employee’s
disability.

LUMP SUM TERMINATION PAY POLICY

Upon termination, resignation, retirement, death, or other action by which a person ceases to be
an active employee of a state agency, the amount due the employee, or his or her estate,
including any accrued unpaid annual or holiday leave which is due in accordance with the
policies of the agency and lump-sum payments of sick leave balances upon retirement as

provided by law, may, and should be included in the final pay to the employee, his/her estate,
for the employee’s active work.

Whenever an employee is separated from the agency by reason of resignation, layoff,
termination, appointment, or dismissal, the unused annual leave to his credit as of his last duty

date shall be liquidated by a lump sum payment, not to exceed thirty (30) working days,
inclusive of holidays.

No employee receiving such additional compensation shall return to State employment until the
number of days for which he/she received the additional compensation has expired. However,
the employee may reimburse the agency, which made the lump sum payment for the number of
annual leave days paid but not yet expired, and return to State employment. Such

reimbursement will result in the appropriate number of days being reinstated to the employee’s
accrued annual leave.

Upon death of an active employee of a state agency or institution, the amount of any accrued,
unpaid sick leave incentive benefit and any unused annual and holiday leave due the employee
shall be paid to the employee’'s estate or authorized beneficiary. This lump sum must not

exceed $7,500 for any sick leave incentive benefit and must not exceed sixty (60) days of
annual and holiday leave.
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SEXUAL HARASSMENT

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.

Sexual harassment must be reported immediately to the grievance officer (who is the acting
liaison between the employee and the state agency) and documentation is required.

Sexual Harassment is subject to disciplinary action. (Termination, suspension, involuntary
demotion, written reprimands, and non-new-hire-probation.)
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ARKANSAS
OIL AND GAS
COMMISSION

EMPLOYEE Personnel

Policies

HANDBOOK | and

Mission Statement:

The purpose of the Arkansas Oil and Gas Commission is to
serve the public regarding oil and gas matters, prevent
waste, encourage conservation, and protect the correlative
rights of ownership associated with the production of oil,
natural gas and brine, while protecting the environment
during the production process, through the regulation and
enforcement of the laws of the State of Arkansas.




ILA EQUAL EMPLOYMENT OPPORTUNITY

The AOGC is an equal opportunity employer. The AOGC shall follow all federal, state and
local employment laws and is committed to equal employment opportunity. The
Commission is committed to providing equal opportunity for all employees and
applicants without regard to race, creed, religion, national origin, age, sex or gender.
The Commission’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, the Director, the
Deputy Director, or the Administrative Services Manager.

Il.LB  AT-WILL-EMPLOYER

The AOGC is an “at-will” employer. Nothing contained in this employee handbook 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 the Commission 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 the Commission for
either employment or the provision of benefits. The Commission 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. 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: OPM Policy No. 70.04.

I.C NON-DISCRIMINATION POLICY

The AOGC prohibits discrimination on the basis of race, creed, religion, national origin,
age, sex or gender in any aspect of the access to employment and application for
employment. Furthermore, the Commission’s policy includes prohibitions of harassment

of employees, i.e., racial harassment, sexual harassment, and retaliation for filing
complaints of discrimination.

The Commission is committed to compliance with the Federal Guidelines (29 CFR Ch XIV,
Subsection 1604.11) Section 703 of Title VIl of the Civil Rights Act of 1964, as amended,
Arkansas Act 563 of 1985, which amends Subjection (8) of 1801 of Act 280 of 1975 in
the Arkansas Criminal Code, Title Vi of the Equal Pay Act of 1963, Executive Order 11246
(1965), the Americans with Disabilities Act of 1990, the Vietnam-era Veterans
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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.

When it is determined by any court of law that an employee of the State of Arkansas is
guilty of discrimination based on the above, such determination shall be grounds for
dismissal from employment.

Employees who feel they have been subject to discrimination, harassment or disrespect

as prohibited above, should file a complaint pursuant to the Commission’s Uniform
Grievance Procedure.

I.D HARASSMENT

It is the policy of the AOGC 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.

The Commission expressly prohibits any form of harassment that is based on any
protected classification including race, creed, religion, national origin, age, sex or
gender, or disability in any decision regarding employment and subsequent treatment
of employees in accordance with federal, state and local non-discrimination and equal

opportunity laws. Any harassment may be grounds for discipline up to and including
termination.

All employees will be given the opportunity through established steps and processes as
specified in the Commission’s grievance procedure, to resolve harassment complaints.

Employees should submit complaints made in “good faith”, expressed in reasonable
terms, and containing cause for complaint, corrective action desired and sufficient
information upon which to base decisions.

The criteria of harassment, as specified by the Federal Guidelines, are:

e Submission to the conduct is either an explicit or implicit term or condition of
employment; and/or
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e 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

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 harassment are not limited to the “supervisor to
employee” situation, but may include actions of co-workers, actions of the same or
opposite sex and actions of individuals external to the Commission, but who have
contact with employees in the work environment.

The Commission’s grievance procedure authorizes the Grievance Officer to modify,
waive, or otherwise change the Grievance Procedure in order to fulfill the intent of the
procedure, provided the director and employee agree to the waiver, modification or
change. To this effect, no employee, in order to affect resolution, shall be required to

solely or independently confront the person allegedly conducting or causing the action
believed to be harassment.

Employees believing themselves to be victims of harassment are encouraged to come
forward in order to affect resolution of the complaint. Employees are encouraged to

contact the appropriate level supervisor or the appropriate grievance officer to begin
the process of resolution.

ILE AMERICANS WITH DISABILITIES ACT (ADA)

The Americans with Disabilities 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 (ADA),
effective January 1, 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

13



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. The
AOGC is not required to make accommodations that would eliminate the essential
functions of the job or impose an undue hardship on the operation of the Commission.
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, boards, or
commissions.

If the employee has a disability and needs an accommodation to perform his or her job
duties or to receive any regular benefit or condition of employment, the employee
should make the request to his or her supervisor verbally, in a written note or memo.
Any other person may assist in 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 AOGC from making
accommodations that are unreasonable or detrimental, operationally or fiscally. The
Commission 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.

IL.F DISCLOSURE OF HEALTH INFORMATION

Employee health records maintained by the AOGC will only be disclosed outside the
Commission as required by law.

.G 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.

Given the nature of our relationships with the industry that we regulate and the people

of the State that we serve, it is important to avoid conflicts of interest at all times. A
conflict of interest is a situation in which someone in a position of trust has competing
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EMPLOYEE HANDBOOK

'ADEQ

ARKANSAS DEPARTMENT OF ENVIRONMENTAL QUALITY

ADEQ, Human Resources
5301 Northshore Drive
North Little Rock, AR 72118
Phone: (501) 682-0744



SECTION 2: EMPLOYMENT STANDARDS

2. 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.

22 (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
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Guidelines (29 CFR Ch. XIV, 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. XIV,
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.

2.3 Probation Period

ADEQ has a probationary period for all new hires, rehires, interagency transfers, or current
employees who have changed to a different position through promotions, demotions,
reassignments, lateral transfers, or performance-based situations. Except in those cases of agency

need as established by the Director, no employee shall be eligible for a promotion, transfer, or
voluntary demotion during such time as:

*  When that employee is in a probationary status due to disciplinary related reasons; or
* During the probationary period following starting a new job as a new hire, accepting a
promotion, accepting a lateral transfer, or accepting a voluntary demotion.

This period of employment is considered a trial or probationary period for training, development,
and management assessment of an employee in his or her new job. Probationary employees may
be dismissed at any time. Violations of the conduct standards or failure to perform required job
duties in a satisfactory manner are types of behavior, among others, that can result in dismissal.
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A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

Arkansas Department of Finance:

Contact Name: Amy Valentine

Contact Phone: 501-371-6009

Contact Email: amy.valentine@dfa.arkansas.gov

Date of Submission: 9/10/2019

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? No

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 7 2 9 .39%
Asian Pacific
Islander 9 17 26 1.12%
Black/Not
Hispanic 591 96 687 29.61%
Hispanic 12 5 17 .73%
White/Not
Hispanic 1168 413 1581 68.15%
Total 1787 533 2320 100%




Per the DFA Employee Handbook:

Equal Employment Opportunity

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




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: October 9, 2019

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

3-101. Attached.

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

submission? No. 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 5 1 6 .28%
Asian Pacific
Islander 29 10 39 1.86%
Black/Not
Hispanic 478 67 545 26.1%
Hispanic 30 8 38 1.81%
White/Not
Hispanic 1093 370 1463 69.96%
Total 1635 456 2091 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 Vietham 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/D/IV.”

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: 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: 9/6/2019 on revised form, 7/1/2019 data

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.

DHS Policy 1009 — Updated Sept. 2019 - The only changes made to our Equal Opportunity Policy were

formatting changes. We reformatted the policy to be consistent with other policies. We also eliminated
a couple of definitions for terms that were not contained in the 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 15 5 20 0.28%
Asian Pacific
Islander 24 10 34 0.48%
Black/Not
Hispanic 2406 484 2890 40.52%
Hispanic 49 17 66 0.93%
White/Not
Hispanic 3206 916 4122 57.80%
Total 5700 1432 7132 %




1009

II.

II1.

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/OEQ 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/OEO 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 referred 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:

Contact Name: Tony Beeler

Contact Phone: 501-537-1071

Contact Email: Anthony.beeler@omig.arkansas.gov

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 change

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 1 3 7%
Black/Not
Hispanic 13 3 16 39%
Hispanic 0 0 0 0%
White/Not
Hispanic 14 8 22 54%
Total 29 12 41 100%




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. 88 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 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. Issixty-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. Isentitled 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 he/she has a disability;
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
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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. 88 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,
itis 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™).

I11. 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.

V1. 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
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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. 88 21-3-203
and 21-12-103
Revised: May 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.

VIl. 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.

VIIl. 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.

Xl. 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).
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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. 88 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

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

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

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

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

Department / Agency / Institution Name: Department of Labor & Licensing
Contact Name: Steven Guntharp

Contact Phone: 501-682-7515

Contact Email: steve.guntharp@arkansas.gov

Date of Submission: 10/7/19

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 0 2 .05%
Asian Pacific
Islander 1 0 1 .05%
Black/Not
Hispanic 42 13 55 21%
Hispanic 3 2 5 2%
White/Not
Hispanic 103 92 195 76%
Total 150 107 257 100%




Policy No. 01.010 | Arkansas Department of Labor

Effective Date: Americans with Disabilities Act
March 5, 2008
Last Rev.: 9/6/06

Page 1 of 3

1)

Policy of Non-Discrimination on the Basis of Disability.

The Arkansas Department of Labor does not discriminate on the basis of disability in
employment or in the admission or access to, or treatment or employment in, its programs,
services, or activities. The Finance and Personnel Manager, 10421 West Markham, Room 302,
Little Rock, Arkansas, (501) 682-4540 (Voice), 1-800-285-1131 (TDD Relay Service) has been
designated to coordinate compliance with the non-discrimination requirements contained in 28
C.F.R. 35.107 of the Department of Justice regulations. Information concerning the provisions
of the Americans with Disabilities Act, and the rights provided thereunder, are available from the
ADA coordinator.

2)

a.

A Ranl |

Employment

The Arkansas Department of Labor does not discriminate on the basis of disability
against a qualified individuals with a disability in regard to any term, condition, or
privilege of employment, including:

@) Recruitment, advertising, and job application procedures;

(2) Hiring, upgrading, promotion, award of tenure, demotion, transfer, layoff,
termination, right of return from layoff, and rehiring;

(3) Rates of pay or any other form of compensation and changes in compensation;

(4) Job assignments, job classifications, organizational structures, position
descriptions, lines of progression, and seniority lists;

(5) Leaves of absence, sick leave, or any other leave;
(6) Fringe benefits available by virtue of employment;

(7) Selection and financial support for training, including: apprenticeships,
professional meetings, conferences and other related activities, and selection for
leaves of absence to pursue training; and

(8) Activities sponsored by the agency including social and recreational programs.

The Department of Labor will make reasonable accommodation to the known physical or
mental limitations of an otherwise qualified applicant or employee with a disability,
unless the accommodation would impose an undue hardship on the operation of the
agency. If an applicant or employee requests an accommodation and the need for the
accommodation is not obvious, or there is a question regarding the need for the
accommodation, the department will request documentation of the individual's functional
limitations to support the request.
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Policy No. 01.010 | Arkansas Department of Labor

Effective Date: Americans with Disabilities Act

March 5, 2008
Last Rev.: 9/6/06

Page 2 of 3
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In identifying a reasonable accommodation, the department will:

1 analyze the particular job involved and determine its purpose and essential
functions;

(2) consult with the individual with a disability to ascertain the precise job-related
limitations imposed by the individual's disability and how those limitations could
be overcome with a reasonable accommodation;

(3) in consultation with the individual to be accommodated, identify potential
accommodations and assess the effectiveness each would have in enabling the
individual to perform the essential functions of the position; and

(4) consider the preference of the individual to be accommodated and select and
implement the accommodation that is most appropriate for both the employee
and the department.

"Undue hardship" refers to any accommodation that would be unduly costly, extensive,
substantial, or disruptive, or that would fundamentally alter the nature or operation of the
business. Only the Director of Labor has the authority to make decisions regarding
undue hardships. In making such decisions, the Director will consider the factors out-
lined in the EEOC's regulations, 29 C.F.R.1630.2 (p).

In order to meet its duty to make a reasonable accommodation, the department may, on
an individual basis, modify its policies and procedures, including those contained in this
manual. Such modifications may involve changes to the normal work schedule or leave
policies to accommodate an individual with a disability.

Services

The Department of Labor does not discriminate on the basis of disability with respect to
participation in or the benefits of its services, programs, or activities. The Department
will furnish appropriate auxiliary aids and services where necessary to afford an
individual with a disability an equal opportunity to participate in and enjoy the benefits of,
its services, programs or activities. In determining what type of auxiliary aid and service
is necessary, the Department will give primary consideration to the requests of the
individual with disabilities.

No surcharge will be placed on a particular individual with a disability or any group of
individuals with disabilities to cover the costs of measures, such as the provision of
auxiliary aids or program accessibility, that are required to provide that individual or
group with the nondiscriminatory treatment required by the ADA.

ADA Grievance Procedure
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Policy No. 01.010 | Arkansas Department of Labor

Effective Date: Americans with Disabilities Act
March 5, 2008
Last Rev.: 9/6/06

Page 3 of 3
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The Arkansas Department of Labor has adopted an internal grievance procedure
providing for prompt and equitable resolution of complaints alleging any action prohibited
by the U.S. Department of Justice regulations implementing title 11 of the Americans with
Disabilities Act. Title Il states, in part, that "no otherwise qualified disabled individual
shall, solely by reason of such disability, be excluded from the participation in, be denied
the benefits for, or be subject to discrimination" in programs or activities sponsored by a
public entity.

Complaints should be addressed to: Arkansas Department of Labor Finance and
Personnel Manager, 10421 West Markham, Little Rock, Arkansas 72205 (501) 682-
4540, who has been designated to coordinate ADA compliance efforts.

A complaint should be filed in writing or verbally, contain the name and address of the
person filing it, and briefly describe the alleged violation of the regulations. A complaint
should be filed within ten (10) working days after the complainant becomes aware of the
alleged violation. An investigation, as may be appropriate, shall follow a filing of
complaint.

The investigation shall be conducted by an agency grievance officer. A current list may
be obtained from the Director's Office. The process contemplates informal but thorough
investigations, affording all interested persons and their representatives, if any, an
opportunity to submit evidence relevant to a complaint. The Grievance Officer shall
conduct an investigation and submit a report of his/her findings to the Deputy Director
within five (5) working days.

A written determination as to the validity of the complaint and a description of the
resolution, if any, shall be issued by the Deputy Director and a copy forwarded to the
complainant no later than two (2) working days after its filing. The ADA coordinator shall
maintain the files and records of the Department of Labor relating to the complaints filed.
The complainant can request a reconsideration of the case in instances where he or she
is dissatisfied with the resolution. The request for reconsideration should be made within
five (5) working days to the Director of Labor who will respond in writing within five (5)
working days.

The right of a person to a prompt and equitable resolution of the complaint filed
hereunder shall not be impaired by the person’s pursuit of other remedies such as the
filing of an ADA complaint with the responsible federal department or agency. Use of
this grievance procedure is not a prerequisite to the pursuit of other remedies.

This entire process shall be constituted to protect the substantive rights of interested

persons to meet appropriate due process standards, and to assure the Arkansas
Department of Labor complies with the ADA and implementing regulations.
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Policy No. 01.011

Effective Date:
Nov. 15, 2010
Last Rev.: 3/5/08

Page 1 of 1

Arkansas Department of Labor
Age Discrimination

It is illegal for a public employer to fail or refuse to hire, to discharge any individual, or
discriminate against an individual with respect to compensation, terms, conditions or privileges
of employment because of his or her age. It is illegal to limit, segregate, or classify employees
in any way that would deprive or tend to deprive any individual of employment opportunities, or
otherwise adversely affect his/her status as an employee because of such individual’s age.

Effective January 1, 1987, it is illegal to require anyone to retire because of his or her age.
Health care insurance must be continued for workers over the age of 70.

For further information, please refer to the State Personnel Policy regarding Age Discrimination.

A Ranlk |




Policy No. 06.004 | Arkansas Department of Labor
Effective Date: Equal Employment Opportunity Policy
Sept. 1, 2010

Last Rev.: 3/7/08

Page 1 of 1

The Arkansas Department of Labor is committed to providing equal employment opportunity in
all areas of employment, including the areas of recruitment, selection, hiring, training, transfers,
promotions, discipline, discharge, compensation and benefits. The Department of Labor does
not discriminate in its employment decisions on the basis of race, religion, color, national origin,
gender, age, military status, disability, or on any other basis that would be in violation of any
applicable federal, state or local law. The Department of Labor will make reasonable
accommodations for qualified individuals with known disabilities unless doing so would result in
an undue hardship, safety, and/or health risk.
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Policy No. 068.005 | Arkansas Department of Labor

Effective Date: Anti-Discrimination and
Sept. 1, 2010 Anti-Harassment Policy
Last Rev.: 3/7/08

Page 1 of 2

1. Generally

The Department of Labor believes that all employees should treat each other with respect and
dignity. This is essential to good working relationships and the agency's mission of serving the
workers of the state. Discrimination, harassment, or retaliation in any form constitutes
misconduct. Specifically, the agency prohibits discrimination or harassment that is sexual,
racial, or religious in nature or is related to anyone's gender, national origin, age, disability,
military status, or any other basis protected by applicable federal, state or local law.

If the agency determines that any employee has engaged in discriminatory or harassing
conduct, the employee will be subject to disciplinary action, up to and including termination.

Ark. Code Ann. § 21-12-103 provides that "When it is determined by any court of law that any
employee of this state is guilty of discrimination upon the basis of race, creed, religion, national
origin, age, sex or gender, such determination shall be grounds for termination of employment.”

Harassment may include, but is not limited to, suggestive or insulting jokes, cartoons, vulgar
language, nicknames, derogatory comments, writings, pictures, and offensive gestures or
touching. Harassing communications include electronic communications, such e-mail, text
messages, and communications on social networking sites.

2. Sexual harassment

Sexual harassment is a form of sex discrimination. Unwelcome sexual advances, requests for
sexual favors, and other verbal, visual or physical conduct of a sexual nature constitutes sexual
harassment when the victim feels:

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

e 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;

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

Sexual harassment can occur in a variety of circumstances, including but not limited to the
following:

e The victim as well as the harasser may be a woman or a man. The victim does not have
to be of the opposite sex.

e The harasser can be the victim's supervisor, an agent of the employer, a supervisor in
another area, a co-worker, or a non-employee.
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Policy No. 06.005 | Arkansas Department of Labor
Effective Date: Anti-Discrimination and
Sept. 1, 2010 Anti-Harassment Policy

Last Rev.: 3/7/08
Page 2 of 2

e The victim does not have to be the person harassed but could be anyone affected by the
offensive conduct.

e Unlawful sexual harassment may occur without economic injury to or discharge of the
victim.

e The harasser's conduct must be unwelcome.

3. Complaints

If an employee feels that he/she has been subjected to unlawful discrimination or harassment,
the employee should report the matter to his/her immediate supervisor, another member of
management, or the Administrative Services Manager within five (5) calendar days of the
offense. An employee is not required to approach or report to the person he/she believes is
guilty of harassment or discrimination. The person the harassment or discrimination is reported
to will take the necessary steps to initiate an investigation of the complaint.

The department will make a thorough, timely investigation of any complaint. It will be conducted
in as confidential a manner as possible, given the needs of the investigation. Communication
regarding the resolution of any complaint will be given to the complaining employee.
Disciplinary action, up to and including termination, will be taken against any employee found to
have engaged in conduct that is discriminatory, harassing, or retaliatory. In determining the
level of any disciplinary action or any corrective action, the agency will consider the severity of
the conduct, the alleged harasser's employment history, and any similar complaints made
against the same individual.

An employee that feels that he/she has been retaliated against for making a good faith report of
harassment or discrimination or for assisting in an investigation of such complaints should report
the matter within five (5) calendar days in the same manner as an initial complaint of
discrimination or harassment.
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A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template

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

Contact Name: David Bell

Contact Phone: (501) 324-9586

Contact Email: david.bell@arkansas.gov

Date of Submission: 10/15/2019

Please find attached copies of programs and policies as required by
Arkansas Code §21-3-101.

Have any changes been made to the program or policy since your last
submission? No
Countof Countof Count of

Female Male Total

Ethnic Origin Employees Employees Employees Percent
American Indian ¥4 2 9 1.0%
Asian Pacific Islander 0 8 3 0.3%
Black/Not Hispanic 47 22 69 7.9%
Hispanic 1 5 6 0.7%
White/Not Hispanic 369 415 784 90.0%
Total 424 447 871 100.0%

Note: Regular, fulltime positions
Report created: 10/11/2019



Department of Parks, Heritage and Tourism, Division of Arkansas State
Parks, Division of Tourism, and Keep Arkansas Beautiful

Chapter 9 Non-Discrimination Policies

EQUAL OPPORTUNITY

The Department of Parks and Tourism is committed to the concept and practice
of equal employment opportunity without regard to race, color, national origin, gender,
religion, age or disability. This commitment is supported by our positive and practical
efforts to implement a policy of nondiscrimination and Affirmative Action.

The Department of Parks and Tourism complies with the non-discrimination
provisions of state and federal regulations. Our Department recruits, hires and promotes
employees without discriminating. Personnel actions such as compensation, benefits,
transfers, layoffs, returning from layoffs, training, education and tuition assistance are
not approved or denied on the grounds of race, color, national origin, gender, religion,
age or disability.

Applicants and employees are informed of their civil rights, including the right to
complain about employment practices when alleging discrimination. We conspicuously
display Equal Employment Opportunity (EEO) posters and present workshops and
training sessions for our employees on EEO matters. Our Employee Handbook provides
additional information explaining our policies. Our Affirmative Action Plan compares the
internal distribution of minorities and women to their availability in the recruiting areas’
labor market. It also establishes our goals for ensuring a diverse work force. Complaints
are dealt with confidentially so applicants and employees are free of insults, harassment
and intimidation.

To facilitate the implementation of our Equal Employment Opportunity Policy, our
Assistant Personnel Director is our Department’s Equal Employment Opportunity Officer
(EEO Officer). Our Personnel Analyst is responsible for coordinating the development
and implementation of our Affirmative Action Plan. Our EEO Officer is available to
provide counseling to aggrieved employees who believe they have been discriminated
against and to assist in resolving these discrimination charges through informal and
formal complaint processes. Our Department strongly encourages employees who allege
discrimination to use our complaint processes.

Administrative and supervisory employees have the responsibility to implement
our policy. They are also responsible for not employing tactics designed to circumvent
the goals of our policy. They must be committed to our policy and are responsible for
ensuring that our employees are knowledgeable about our Affirmative Action Plan.



Employees who fail to adhere to our Equal Employment Opportunity policies and
programs are subject to disciplinary action up to and including employment termination.
In fact, discrimination by an officer or employee based upon race, religion, national
origin, age, disability or gender constitutes grounds for dismissal. When it is determined
by any court of law that any employee is guilty of discrimination based upon race,
religion, national origin, age, gender or disability, this determination is grounds for
dismissal from employment.

AFFIRMATIVE ACTION

Affirmative Action is a process used to eliminate the effects of discrimination for
women and minorities. In employment, this means a process that results in a work force
that reflects the racial and gender make up of our communities, state and recruitment
areas. An Affirmative Action Plan is a document that describes this process, analyzes the
number of minorities and women in our work force and sets realistic goals to achieve a
work force that reflects our recruitment areas.

To reach our Affirmative Action goals, our Department targets work locations and
vacancy opportunities for affirmative hiring. These are described in our Affirmative
Action Plan, which is published separately.

We affirmatively hire and promote qualified applicants and employees into
regular salary positions: (a) Where adverse impact may be demonstrated for a job
classification or (b) at work locations, which have greater potential for affirmative hiring.
Applicants or employees must meet the job’s minimum qualifications, score
competitively in our interviews and have demonstrated good work habits.

HARASSMENT FREE WORKPLACE

The Arkansas Department of Parks and Tourism is committed to maintaining a
work environment, which is free of harassment. In keeping with this commitment, we do
not tolerate harassment of Department employees by anyone, including supervisors, co-
workers, vendors, patrons or customers.

Harassment consists of unwelcome conduct that is based on a person’s protected
status, that is, race, color, national origin, gender, religion, age or disability. Unwelcome
conduct can be verbal, physical or visual. The Arkansas Department of Parks and
Tourism will not tolerate harassing conduct that affects job benefits, that unreasonably
interferes with an employee’s work performance or creates an intimidating, hostile or
offensive working environment.

Sexual harassment deserves special mention. Unwelcome sexual advances,
requests for sexual favors and other physical, verbal or visual conduct based on gender
constitute sexual harassment when:



e Submission to the conduct is a condition of employment

e Submission to or rejection of the conduct is used as the basis for an
employment decision or

e The conduct has the purpose of unreasonably interfering with an employee’s
work performance or creating an intimidating, hostile or offensive work
environment

Sexual harassment may include explicit sexual propositions, sexual innuendo,
suggestive comments, sexually oriented “kidding” or “teasing,” “practical jokes,” jokes
about gender-specific traits, foul or obscene language or gestures, displays of foul or
obscene printed or visual material or physical contact such as patting, pinching or
brushing against another’s body.

Department employees are responsible for not harassing others. If you feel you
have experienced or witnessed harassment, you must immediately notify our
Department’s EEO Officer. The Department of Parks and Tourism forbids retaliation
against anyone who has reported harassment.

Our Department investigates all complaints promptly and thoroughly. To the
fullest extent practicable, our Department keeps complaints and the terms of their
resolution confidential. When an investigation confirms harassment, our Department
takes corrective action, including appropriate discipline up to and including dismissal.

DISABILITY REASONABLE ACCOMMODATION

The Arkansas Department of Parks and Tourism does not discriminate based on a
disability. This includes admission, access or treatment in our programs and activities and
employment. Our Department’s Personnel Director coordinates compliance with the
non-discrimination requirements of the Americans with Disabilities Act (ADA).
Information concerning the provisions of the Americans with Disabilities Act and the
rights it provides are available from our ADA Coordinator.

Individuals with disabilities needing a reasonable accommodation to apply or
interview for Department vacancies must notify the hiring office of this need 72 hours in
advance, if possible.

The Arkansas Department of Parks and Tourism is committed to finding sensible
solutions (reasonable accommodations) to problems causing work barriers. We do this
for qualified applicants or employees with disabilities who have made known their
physical or mental limitations. Our Department may not be able to implement solutions
when they are not sensible or the cost is unreasonable. Our intent in finding these
solutions is to ensure equal opportunity in the application process, enabling the
performance of primary job duties (essential functions) and the enjoyment of all
employment benefits.



Supervisors looking for solutions to work barrier problems should call our
Department’s ADA Coordinator. Our Personnel Director is our ADA Coordinator.
Together with the applicant or employee, the supervisor and ADA Coordinator will
review barriers. We also review the individual’s abilities and the limitations resulting
from their disability. Consideration is given to the recommendation(s) of the applicant or
employee in choosing the most appropriate solution. Our goal is to find a sensible
solution that effectively reduces barriers related to the disability, which may hinder
participation in the application process and employment.

Our Department cannot do this when we are unaware of work barriers. It is
primarily the responsibility of the applicant or employee with a disability to inform our
Department that there are barriers to the application process, performing primary job
duties or receiving employment benefits.

To assist us in finding timely solutions, when possible, applicants and employees
should give 72 hours’ notice that they need a reasonable accommodation. To identify
sensible solutions, supervisors and our ADA Coordinator follow the Reasonable
Accommodation Process described below. Our Department makes accommodation
decisions at the lowest possible supervisory level.

HOW WE REMOVE WORK BARRIERS, THE REASONABLE ACCOMMODATION
PROCESS

¢ Look at the job involved, review its Job Elements, and confirm its purpose and
primary job duties

e Consult with the individual with the disability to determine his or her specific
physical or mental abilities and limitations related to the job’s primary duties

e Identify barriers to job performance and assess how to remove or limit these
barriers; if necessary, our Department may request documentation of the
individual’s functional limitations to support the request for an accommodation

¢ |n consultation with the individual, identify potential solutions and assess how
effective each is in enabling the individual to perform the job’s primary duties

e Consider the preferences of the individual with the disability

e Next, the ADA Coordinator reviews the situation with the appropriate Division
Director and selects the solution which best serves the needs of the individual
and our Department

The applicant or employee may appeal our Division Director’s decision to our
Executive Director. The request for an appeal must state the reason for the appeal and
why the solution that was approved is unacceptable. The appeal must be received within
five working days of receipt of our Division Director’s decision. Mail to:



ADA Coordinator

Arkansas Department of Parks and Tourism
1 Capitol Mall, Suite 200

Little Rock, AR 72201-1087

(501) 682-7742 (V/TT)

Our Executive Director or Division Director may intervene at any time during this
process to facilitate a decision. Under special circumstances, the ADA Coordinator is
authorized to modify this process to fulfill the intent of this policy. If this is necessary, a
statement of the changes and reasons are sent to the applicant or employee, Division
Director and Executive Director.

Nothing in this policy prohibits an individual with a disability from providing his or
her own accommodation or sharing the cost of the accommodation with our
Department.

DISABILITIES COMPLAINT PROCEDURES

The Arkansas Department of Parks and Tourism adopts this complaint procedure
for members of the public, patrons, visitors and applicants. We are committed to non-
discrimination in providing our services, programs and activities to the public in
compliance with the Americans with Disabilities Act (ADA) of 1990. This complaint
procedure provides for prompt and equitable resolution of complaints alleging any action
prohibited by the U.S. Department of Justice regulations implementing Title Il of the
Americans with Disabilities Act. Title Il states, in part, that, "no otherwise qualified
disabled individual shall, solely by reason of such disability, be excluded from the
participation in, be denied the benefits for, or be subjected to discrimination," in
programs or activities sponsored by our Department. Address complaints to:

ADA Coordinator

Arkansas Department of Parks and Tourism
1 Capitol Mall, Suite 900

Little Rock, AR 72201-1087

(501) 682-7742 (V/TT)

Complaints must contain the following information:

e The name, address and telephone number of the individual filing the complaint

e A description of the alleged violation of the regulations in sufficient detail to
inform our Department of:

- The nature and date of the alleged violation

- The complaint must be signed and dated by the complainant or designee



The complaint must be filed within five working days after the complainant
becomes aware of the alleged violation. An investigation, when appropriate, follows
within five working days of the filing of a complaint.

Our Department’s EEO Officer conducts the investigation. Investigations, while
informal, will be thorough, affording all interested persons and their representatives, if
any, an opportunity to submit evidence relevant to the complaint.

Our EEO Officer reports, in writing, the findings of the investigation, with
recommendations to the appropriate Division Director. Our Division Director reviews
the case and decides what action to take.

Copies of that decision go to the complainant and EEO Officer. Our Division
Director has three working days to make a decision.

The complainant may appeal our Division Director’s decision to our Executive
Director. Our ADA Coordinator must receive written notice of the appeal within five
working days of receipt of our Division Director’s decision.

Our Executive Director or Division Director may intervene at any point in this
complaint process if he or she feels that his or her direct action is necessary to resolve
the complaint. Under special circumstances, our EEO Officer may modify these
procedures to fulfill the intent of this process. If this is necessary, a statement of the
changes and reasons are sent to the complainant, Division Director, and Executive
Director.

The right of a person to a prompt and equitable resolution of their complaint is
not lessened by their pursuit of other remedies such as filing an ADA complaint with the
responsible federal agency. Use of this complaint procedure is not a prerequisite to the
pursuit of other remedies.

This entire process is established to protect the substantial rights of interested persons,
to meet appropriate due process standards and to assure that the Arkansas Department
of Parks and Tourism complies with the ADA and its implementing regulations. Our ADA
Coordinator maintains the ADA complaint files and records of the Department of Parks
and Tourism.

WE DO NOT DISCRIMINATE BECAUSE OF YOUR AGE

The Department of Parks and Tourism does not require a mandatory retirement
age or stop health care insurance due to age. We do not:

e Fail or refuse to hire, to discharge any individual or discriminate against an
individual with respect to his or her compensation terms, conditions or
privileges of employment because of his or her age



e Limit, segregate or classify 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 because of such individual's age

e Reduce the wage rate of any employee in order to comply with the provisions
of this policy

When required or in the best interests of our Department we may:

e Take any action not otherwise prohibited by this policy where age is a bona fide
occupational qualification, reasonably necessary to the normal operation of our
Department where the differentiation is based on reasonable factors other than
age

¢ Discharge or otherwise discipline an individual for good cause

VETERAN’S PREFERENCE

Executive Order 89-1 requires State agencies to provide preference in
employment for certain veterans who have served during specified times of war or
conflict. Qualified veterans must meet state job requirements including the job's
minimum qualifications. Our interview committees will provide valid job related reason(s)
why an equally qualified veteran was not selected to fill the position, when appropriate.

Our Department does not use tests or similar instruments resulting in a score
used to establish employment lists and therefore no “points” are awarded to certain
veterans with disabilities in this manner.

Veterans who are interviewed receive five preference points if the interview
questions are not weighted or five percent if they are weighted.



Department of Parks, Heritage and Tourism, Division of Arkansas Heritage
3.2 AMERICANS WITH DISABILITIES ACT (ADA)

It is the policy of DAH to comply with all federal and state laws concerning the
employment of persons with disabilities. It is DAH policy not to discriminate against
qualified individuals with disabilities with regard to application procedures, hiring,
advancement, discharge, compensation, training or other terms, conditions and privileges
of employment.

DAH will reasonably accommodate qualified individuals with a disability so that they can
perform the essential functions of a job unless doing so causes a direct threat to these
individuals or others in the workplace and the threat cannot be eliminated by reasonable
accommodation or if the accommodation creates an undue hardship to DAH. All
employees are required to comply with the laws or rules associated with such
accommodations and may be disciplined for noncompliance. By way of example, under
Arkansas law (Ark. Code Ann. §27-15-307), the privilege to park in spaces reserved for
persons with disabilities shall be available only when the person for whom the special
plate or certificate was issued, or a person with a disability, is actually in the vehicle.
Accordingly, any other use of these parking spaces is unlawful and will subject the
violator to towing and disciplinary action. Contact DAH Personnel with any questions
pertaining to, or requests for, reasonable accommodations.

All employees are required to comply with the company’s safety standards. Current
employees who pose a direct threat to the health or safety of themselves or other
individuals in the workplace will be placed on leave until an organizational decision has
been made in regard to the employee’s immediate employment situation.

Individuals who are currently using illegal drugs are excluded from coverage under the
DAH ADA policy.

The DAH Personnel department is responsible for implementing this policy, including the
resolution of reasonable accommodation, safety/direct threat and undue hardship issues.
3.7 EQUAL EMPLOYMENT AND DISCRIMINATION

DAH will not discriminate in hiring, promoting, administering disciplinary action, or any
other way against employees based on their race, creed, religion, national origin, age,
sex, or gender. Unlawful discrimination by any DAH employee based upon race, creed,

religion, national origin, age, sex, or gender shall constitute grounds for dismissal.

DAH encourages reporting of all perceived incidents of discrimination or harassment.



4.9 SEXUAL HARASSMENT

Sexual harassment is a violation of the Title VIl of the Civil Rights Act of 1964 and is
strictly prohibited. Any employee found to be in violation of this policy will be subject to
disciplinary action up to and including termination.

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.

If you believe you are the subject of sexual harassment or if another employee is
engaged in sexual harassment and you are unable to resolve the situation with your
fellow employee, report it to your supervisor (or the next official in the chain of
command if the offender is your supervisor) and the Personnel Manager or DAH
Director. The grievance officer shall insure that no person who files a grievance
involving sexual harassment shall be required to solely or independently confront any
person allegedly conducting or causing any action believed to be sexual harassment.



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

Department / Agency / Institution Name: Public Safety
Contact Name: Jackie Baker

Contact Phone: 501-682-2415

Contact Email: Jackie.baker@asp.arkansas.gov

Date of Submission:

Please attach a copy of the program or policy as required by Arkansas Code §21-
3-101. *Attached are applicable division policies. Like policies are currently
being revised and combined under DPS.

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

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

current gender and ethnic makeup.

Number of | Number of
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian 3 3 6 .45%
Asian Pacific
Islander 4 5 9 .67%
Black/Not
Hispanic 108 96 204 15.24%
Hispanic 6 12 18 1.34%
White/Not
Hispanic 412 684 1096 81.85%
Undeclared 1 5 6 45%
Total 534 805 1339 100%




GEN SEC 7
Effective: July 14, 2008
Revised: September 14, 2015

EQUAL EMPLOYMENT RIGHTS

Discussion: The establishment of equal employment opportunity within the Arkansas State
Police is critical to the productive management of employees. Non-discriminatory practices and
behavior by Arkansas State Police employees are equally critical to this mission.

Policy: It is the policy of the Arkansas State Police to recruit, select, hire, train, transfer,
upgrade/promote, and discipline without regard to race, color, religion, national origin, age, sex,
disability, genetic information, or any other non-merit-based factor. The Arkansas State Police
will work continually to improve recruitment, employment, career development, and
promotional opportunities for all employees. The identification, qualification, evaluation, or
selection of candidates for promotions within the Arkansas State Police will be based solely on
job-related criteria.

When any state or federal court of law, or the Director, determines that any employee of this
agency is guilty of discrimination based upon race, color, religion, national origin, age, sex,
disability or genetic information, such determination may be grounds for dismissal from
employment with the Arkansas State Police.

If an employee has a problem or complaint with respect to this policy, he/she should contact the
Administrative Services Division Commander or the Human Resources Section.

Responsibilities: The Administrative Services Division Commander or his/her designee, with
the support of the Director, is the Arkansas State Police’s Equal Employment Opportunity
(“EEO”) Officer and is responsible for:

- Coordinating and maintaining an Equal Employment Opportunity Plan to ensure equality
in all employment matters;

- Ensuring that supervisors have received required EEO training.

Supervisors are responsible for administering and complying with Arkansas State Police policy
respective of and for full and proper compliance with all EEO obligations.

First line supervisors, meaning those Arkansas State Police employees who are assigned to and
serve as an immediate supervisor for an Arkansas State Police employee, should serve as liaisons
between employees and Arkansas State Police management and are responsible for:

- Monitoring and following disciplinary policy regarding employee behavior with respect
to EEO obligations;

General Operations Policy Manual
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EQUAL EMPLOYMENT RIGHTS

- Seeking resolutions on an informal basis for allegations of unfair discrimination and
offering assistance to employees; and

- Providing positive support for all employees regarding equal employment rights.

Reporting/Complaint Procedures:  The employee should document all incidents of
discrimination in order to assist in the subsequent investigation.

Employees who believe they are being, or have been discriminated against should report the
incident(s) to his/her supervisor immediately so that steps may be taken to protect the employee
from further discrimination. This will ensure the appropriate investigation and disciplinary
actions may be initiated. When it is not practical for the employee to report discrimination to
his/her supervisor, the report should immediately be made to another supervisor or the Human
Resources Section.

Any supervisor that receives a complaint should meet with the employee filing the complaint and
document the incident(s), the name of the person(s) performing or participating in the
discrimination, witnesses to the incident(s) and the dates/times on which the alleged acts
occurred.

There should be no retaliation against any employee for filing a discrimination complaint or
assisting, testifying, or participating in the investigation of such a complaint.

Employees who have a founded complaint against them for discrimination, or who disagree with
an aspect of the discrimination investigation, may file a grievance/appeal in accordance with the
policies and procedures set forth in this manual.

This policy does not preclude any employee from filing a complaint or grievance with the
appropriate outside agency.

Discrimination Investigation / Discipline Procedure: The supervisor taking the complaint
should immediately deliver the complaint to the Commander of Office of Professional Standards
(OPS), where the matter will be assigned an OPS control number and investigated.

The Commander of OPS should immediately notify his/her supervisor of the receipt of a
discrimination complaint.

General Operations Policy Manual
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EQUAL EMPLOYMENT RIGHTS

OPS should take precautions to protect the identity of the complainant, the accused individual
and any witnesses. OPS should hold the allegations of discrimination in confidence, except as
may be reasonably necessary to successfully complete the investigation.

General Operations Policy Manual
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Section 1

Hiring and Employment Practices Employment at ACIC, including the number of positions and pay
grades, is controlled by state law. The pay level for each grade is set by the Arkansas Legislature.
Positions are filled according to certain criteria and procedures. The following is a general description of
the hiring and employment practices of ACIC.

Policy Changes

This Manual supersedes all previous Personnel Manuals. ACIC, in its sole discretion, reserves the right
to interpret, modify, or change any of its personnel policies at any time. Employees will be notified of
such changes and their effective dates. No individual employee, except for the Director, has the
authority to change policies.

Equal Opportunity Employment

ACIC is committed to equal employment opportunity without regard to race, gender, color, national
origin, age, religion or physical impairment.

Job Openings

A notice of job openings will be posted on the state employment website at www.arstatejobs.com and
within the agency. Before a job opening can be filled, approval must first be obtained from the state
Hiring Freeze Committee. Information on job openings may be obtained from the Administrator of
Administrative Services Division.

Background Checks

Due to the critical and sensitive nature of the work at ACIC, all employees are required to undergo a
criminal history background check. To accomplish this, employees will be required to complete a
Background Clearance Data Collection Form and be fingerprinted to establish positive identification.
These fingerprints will be transmitted to the state and national identification bureaus for comparison
against existing criminal print files. If a disqualifying criminal history or active warrant is found, or the
information listed on the Background Clearance Data Collection Form is found to have been
misrepresented, employment will be denied or terminated. ACIC employees will have their background
check updated and renewed no less frequently than once every three years with a fingerprint-based
check and annually with a name-based check.

A disqualifying criminal history means any felony conviction whether sealed or not or any misdemeanor
conviction involving any type of dishonesty whether sealed or not. Any misdemeanor conviction for any
charge other than one involving any type of dishonesty will be reviewed on a caseby-case basis if the
conviction has been sealed. Any conviction for a felony or misdemeanor which has been pardoned will
be reviewed on a case-by-case basis.



[.

IH.

v,

Arkansas Department of Emergency Management
EEO/AA
June 2019

TABLE OF CONTENTS

POLICY STATEMENT
UTILIZATION ANALYSIS
ACTIONS & RESPONSIBILITIES
A. Recniitment & Selection

B.  Promotions

C.  Promulgation

EVALUATIONS

L3



1.

AGENCY POLICY STATEMENT - It is the policy of this agency to disregard race,
color, sex, national origin, religion, age, political affiliation, handicaps or any- other
criteria not having an effect on an employee’s ability to accomplish required duties when
hiring or promoting the most qualified person available and when administering all other
personriel actions. The preceding will be accomplished with proper regard for the
privacy and constitutional rights of applicants and employees as United States Citizens.
This policy will be enforced to the extent that the Office of Personnel Management
procedures allow and will take precedence if a conflict exists.

The administrative officer is hereby appointed the agency EEQ/AA officer and is

responsible for ensuring all agency personnel are made aware of this plan.

This plan will be effective until reviews indicate a need for changing certain procedures
or the entire plan.

UTILIZATION ANALY SIS

A UTILIZATION CHART

Pulaski County _ A}
219,853 1,558,768

White Population 72 84.7% 130,813 | 59.5% 1,261,043 81%
Black Population 11 12.9% 78488 | 35.7% 248,285 18%
America Indian/Alaska Native. 1 1.2% 1,319 0.6% 12,470 1%:
Asian Population c 0%. 4,837 | 2.2% 17.146 1%
Native Hawaiian or Other Pacific _ _ _
Islander 0 0% - 220 0.1% 1,569 0%
Hispanic/Latino Popuiation 1 1.2% 12,971 59% 82615 5%
“Wotkforce Population 88 186,483 1,326,528

White Population 75 | 85.2% 110,957 | 59.5% 1,080,781 80%
Black Population 11 12.5% 66,574 | 35.7% 180,538 14.4%
America Indian/Alaska Native 1 1.1% 1119 0.6% 7.832 5.9%
Asian Population 0 0% 4103 2.2% 17,818 | 13.5%
Native Hawaiian or Other Pacific

islander 0 0% 186 0.1%. 2,235 1.7%
Hispanic/Latine Population 1 1.1% 11,002 5.8% 80,036 | 6%.

~Job:ateqor

Total Positions 100
Officials/Executive 2 2.0%
Professionais 66 66.0%
Technicians 4 4.0%
Protective Services. Q 0%
Para-Professional 0 0%
Office/Clerical 9 9.0%
Skilied Craft C 0%
Service/Maintenance 8 6.0%:

a2
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IV.

B. UTILIZATION NARRATIVE — A comparison of the Arkansas Department of
Emergency Management’s workforce to the community labor statistics for
Pulaski County indicates under-utilization in several areas. Community labor
statistics show the Hispanic., Asian/Pacific Islander and American
Indians/Alaskan Native populations are very small in Pulaski County (all less than
10 %). Therefore, the larger areas of under-utilization identified were all of
African-American males and females. The majority of this plan will focus on
addressing those larger areas of under-utilization; however the Agency would
welcome the chance to increase the representation of all underutilized groups and
will continue to explore ways of communicating job opportunities to all race and
ethnic groups. After reviewing the results of the under-utilization analysis, the
Agency has identified the following areas of concern:

Officials and Administrators - African-American males and females under-
utilized.

C. OBJECTIVE — Continued review of under-utilized areas to ensure that the agency
incorporates due diligence to increase this area for our agency.

ACTIONS AND RESPONSIBILITIES — ADEM is not a large agency and the turnover
rate fluctuates from high to low. These two uncontrollable factors may adversely affect
any proposed actions to accomplish our goals. In addition, we are committed to
promoting from within using currently qualified persons.

A. RECRUITMENT & SELECTION

1. When a non-critical vacancy occurs and an adequate register exists,
agency Personnel Manager will simply use the current list. The most
qualified (in our best judgment) person will be selected from the list. If
there appears to be persons of equal qualification and one or more are
minorities, a minority will be selected if needed to accomplish our agency
goals. The same applies if a female employee is needed.

2. When a non-critical vacancy occurs and a register does not exist, the
Agency Human Resources Branch designee will announce the vacancy in-
house and post the vacancy on the Arkansas Government website at
www.arstatejobs.com.

After the announcement closing date, the Human Resources Branch will
prescreen the applications for minimum qualifications. A list of all
applicants will be turned over to the hiring division to choose their top
candidates and return all applications to the Human Resources Branch to
do qualification review on each chosen application. A “qualified”
applicant will have a minimum score of 60 on the Qualification Review
Score-sheet. A list of all applicants and their qualification status along
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with the applications will be turned over to the hiring division. Selection
from this list will be in the manner as outlined in paragraph [V, A, 1.

When a critical vacancy occurs and an adequate register does exist, the
same procedures as outline in paragraph IV, A, 1 will be followed.

When a critical vacancy occurs and an adequate register does not'exist, an
emergency or provisional appoiniment may be made. This appointment
will be made without regard to-accoimplishing our agenecy goals.

We-will simply hire the first qualified person available. If more than one
is immediately available, we will select the most qualified. Afterthe
emergency or provisional appointment is made, the same procedures as
outlined in paragraph IV, A, 2, will be accomplished.

Selection of an employee will be made by the appropriate Division
Director and Branch Manager and approved by the Agency Director. The
Division Director will siringently comply with selection procedures
outlined in this plan.

PROMOTIONS

1.

[

- As our policy statement siresses, 1t is our intention to place the most

qualified person available into any vacant positions that occur in this
agency. To do-this, we consider both hiring and promoting. 1f we have an
employee that has demonstrated an excellent ability to perform the duiies
and responsibilities of'a vacait position, he or she wilt be premoted. Most
promotions however, will result from our determination that a present
employee is the best qualified after considering all available options.

If the decision is made to fil} a vacant position by promotion and there are
two or moré qualified employees, the most qualified will be selected. If
there is equal qualifications and one or more-is a minority or female and
minorities or females are not equitably represented in our upper grades,
then a minority or female will be selected.

PROMULGATION — Our EEO/AA program will be made known through both
internal and external efforts.

I

=

Internal efforts will be accomplished by maintaining an EEO poster on the
agency bullétin boards and providing to-all staff the location of the
EEO/AA electronic file. A reminder witl be e-mailed to all staff onan
annual basis when there are changes.

External efforts will include the placement of an “Equal Opportunity
Employer” statement in all job advertisements. All agency personnel will

it



emphasize that we are an equal opportunity employer when speaking
before a group or participating in any type of group discussion or seminar.

V. EVALUATIONS — Although quarterly assessments of goals.and accomplishments are
usually desired, we feel that because of our small work force, less frequent assessments
are iotally adequate. Therefore, annually, during the month of March, the Administrative
Division Director and/or the Human Resources Branch Manager will re-evaluate this
plan. If these re-evaluations indicate that our goals are not being met, changes will be
made as necessary to.accomplish them.

Director \ Administrative Officer

s/asl19 'S‘/as (4
Date / Y Date
Updated June 2019



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

Department of the Military/Fort Chaffee & Ebbing Air National Guard Base
Contact Name: Michelle Young-Hobbs

Contact Phone: 501 212-5380

Contact Email: michelle.d.young-hobbs.nfg@mail.mil

Date of Submission: August 29, 2019

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

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

policy.
The attached EEO hiring plan is the first submission from this agency.

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 1 1 0.6%
Asian Pacific
Islander 0 0 0 0%
Black/Not
Hispanic 3 0 3 1.7%
Hispanic 0 0 0 0%
White/Not
Hispanic 30 137 167 97.7%
Total 33 138 171 100%




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

Department of the Military/Camp Robinson & LRAFB

Contact Name: Michelle Young-Hobbs

Contact Phone: 501 212-5380

Contact Email: michelle.d.young-hobbs.nfg@mail.mil

Date of Submission: August 29, 2019

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

3-101.

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

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

policy.

The attached EEO hiring plan is the first submission from this agency.

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 4 6 1.2%
Asian Pacific
Islander 3 1 4 0.8%
Black/Not
Hispanic 65 79 144 28.3%
Hispanic 2 6 8 1.6%
White/Not
Hispanic 109 237 346 68.1%
Total 181 327 508 100%




EQUAL EMPLOYMENT OPPORTUNITY (EEO) HIRING PLAN
Department of the Military
June 2019

Introduction

Pursuant to Policy Number 17, issued by the Arkansas Department of Finance and
Administration, Office of Personnel Management (revised May 14, 2019), all agencies
shall report their efforts to achieve the goals set forth in their equal employment hiring
program to the Legislative Council on June 30. The goals of each agency should be to
achieve a workforce that approximately reflects the minority percentage of the state.

Scope of Coverage

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

Agency Policy

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

The Department of the Military has established policies that prohibit discrimination and
will take swift and appropriate action to eliminate discriminatory activities when
discovered.



Agency Utilization

Information and statistics for the State of Arkansas have been taken from the U.S.
Census Bureau population estimates, July 1, 2018 (most recent available data).
Agency employment data utilized for this report is current as of June 11, 2019, having a
total of 679 active employees.

Note: For the purposes of this report, the percentage of individuals identifying as Asian
have been combined with the percentage identifying as Pacific Islander in order to
provide an accurate analysis of these minority groups. AASIS entry currently does not
allow for a distinction between the two demographics. It is also understood that while
not a race, individuals of Hispanic ethnicity comprise one of the largest minority
populations in the United States and are identified by the Equal Employment
Opportunity Commission as a protected class.

Race/Origin Arkansas Agency Variance
Estimate Utilization
Black/African-American 15.7% 21.6% +5.9%
American Indian/Alaska 1.0% 1.0% 0.0%
Native
Asian/Pacific Islander 1.9% 0.5% (1.4%)
Hispanic 7.6% 1.2% (6.4%)

Utilization Analysis

Areas of underrepresentation requiring action are: Asian/Pacific Islander and Hispanic.
The American Indian/Alaska Native demographic will also be an area of focus because
of the lack of variance in utilization.



Hiring Objectives and Steps

The Department of the Military Directorate of State Resources will make focused
recruiting efforts in order to ensure equal employment opportunities and utilization that
is reflective of the State of Arkansas’ minority population for: 1) Asian/Pacific Islanders;
2) Hispanic; and 3) Native American/Alaska Native.

a) Contact the Little Rock Workforce Development Board and inquire about agency
representation at the annual Latino Job Fair.

b) Contact the Ft. Smith Chamber of Commerce regarding possible career fairs and
networking events.

¢) Seek out and attend career fairs at area colleges and universities.
d) Contact the American Indian Center of Arkansas Employer Outreach.

e) Continue the current agency practice to announce new position openings through
email.

f) The agency EO Officer will request employment data from human resources on a
quarterly basis and review hiring trends to suggest alternative recruiting methods.

Respectfully Submitted,

Wt‘ G %ﬁ({z/\.

Melissa Butler
EO Officer
Department of the Military



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

Department / Agency / Institution Name: Transformation & Shared Services
Contact Name: Jana Hiland

Contact Phone: 501.319.6555

Contact Email: jana.hiland@arkansas.gov

Date of Submission: 10-9-2019

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. o 0%
Asian Pacific ,
Islander 13 | < 15 3.72%
Black/Not
~Hispanic 39 24 63 15.63%
~ Hispanic 3 & 4 1.0%
White/Not
Hispanic 127 194 321 79.65%
Total 182 221 403 100.00%




EQUAL EMPLOYMENT PRACTICES
(Act 1226 of 2001)

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

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

AGENCY NAME AND PAYROLL NUMBER: TRANSFORMATION & SHARED SERVICES

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

The Department of Transformation & Shared Services Equal Employment Practices are
designed to maintain and improve its equal employment efforts in employment
practices, including recruitment, selection, promotion, assignment, training,

compensation, benefits, discipline, termination and all conditions of employment with
the Department.

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

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

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

lo!%lﬁ M

Date \ Secretary, G))ansform\ation & Shared Services




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

Department / Agency / Institution Name: Arkansas Department of Transportation

Contact Name: Joanna P. McFadden- EEQ/DBE Officer

Contact Phone: 501-569-2298

Contact Email: Joanna.McFadden@ardot.gov

Date of Submission: September 25, 2019

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

3-101. Attached

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

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

policy. No changes have been made to the 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 10 51 61 1.63%
Asian Pacific
Islander 7 25 32 .86%
Black/Not
Hispanic 136 430 566 15.17%
Hispanic 16 62 78 2.09%
Two or More 6 13 19 .51%
White/Not
Hispanic 547 2429 2976 79.74%
Total 722 3010 3732

*The above information reflects the full time regular employee count as of December 31, 2018.




ARKANSAS DEPARTMENT OF TRANSPORTATION
LITTLE ROCK, ARKANSAS

September 11, 2017
ADMINISTRATIVE ORDER NO. 2017-04 (Supersedes Administrative Order No. 2015-04)
TO: DIVISION HEADS AND DISTRICT ENGINEERS ,
SUBJECT: EEO POLICY STATEMENT AND AFFIRMATIVE ACTION COMMITMENT

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

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

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

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

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

disabled.
Joit & Pt

Scott E. Bennett, P.E.
Director

¢: Highway Commission
Deputy Director and Chief Operating Officer
Deputy Director and Chief Engineer
Assistant Chief Engineers
Chief Legal Counsel
Section Head — EEO/DBE Section
Division Administrator — FHWA




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

Department / Agency / Institution Name: Arkansas Department of Veterans

Affairs

Contact Name: Sara Snead

Contact Phone: 501-683-1386

Contact Email: sara.terry@arkansas.gov

Date of Submission: 10/07/2019

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 0 2 0.5917%
Asian Pacific
Islander 4 0 4 1.1834%
Black/Not
Hispanic 133 12 145 | 42.8994%
Hispanic 8 3 11 3.2544%
White/Not
Hispanic 111 65 176 | 52.0710%
Total 258 80 338 100%




DISCRIMINATION IS PROHIBITED

The Arkansas Department of Veterans Affairs prohibits discrimination against its employees, job
applicants, contractors, and customers because 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.

Employees, job applicants, contractors, and customers of ADVA are assured that the services,
work environment, and conditions of employment shall be afforded on an Equal Opportunity basis.

If you believe that you have been denied opportunities or that you have suffered discrimination or
harassment because of your protected status, you should report the person or persons violating
your rights immediately to your supervisor, the Division Chief, or using the complaint procedure
described below. Witnesses to discrimination or harassment may use the same reporting procedure.

Complaints of discrimination or harassment may be directed to:

ADVA Human Resources

501 Woodlane Drive, Suite 230C
Little Rock, AR 72201

Fax — (501) 682-4833

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



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

Department / Agency / Institution Name: Division of Workforce Services
Contact Name: Gloria Johnson

Contact Phone: (501) 682-3106

Contact Email: gloria.johnson@arkansas.gov

Date of Submission: September 25, 2019

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.

(July 1, 2018 - June 30, 2019)

Number of | Number of
Female Male Total
Ethnic Origin Employees | Employees | Employees | Percentage
American Indian %
Asian Pacific
Islander 1.0 2.0 3.0 3.8%
Black/Not
Hispanic 29.0 12.0 41.0 51.2%
Hispanic 3.0 1.0 4.0 5.0%
White/Not
Hispanic 24.0 8.0 32.0 40.0%
Total 57.0 23.0 80.0 100.0%







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: October 8, 2019

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 FY2019.

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

As of 06/01/2019:

Number of | Number of Total
Ethnic Origin Female Male Percentage
Employees
Employees | Employees
American Indian 0 1 1 0.27%
Asian Pacific 1 5 3 0.82%
Islander
G 71 11 82 22.53%
Hispanic
Hispanic 6 4 10 2.75%
WIS 170 o8 268 73.63%
Hispanic
Total 248 116 364 100.00%




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

The Arkansas Disability Determination for Social Security Administration (DDSSA)
uses electronic e-mail and the agency’s internal website to announce vacant
positions internally, in addition to using the worldwide Arkansas Government Jobs
website to announce vacant positions externally. Occasionally, DDSSA will also use
the Arkansas Democrat-Gazette as an advertising tool to announce vacant
positions externally.

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: Arkansas Ethics Commission
Contact Name: Graham Sloan, Director

Contact Phone: 501-324-9600

Contact Email: graham.sloan@arkansas.gov

Date of Submission: October 14, 2019

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 0 1 11%
Black/Not
Hispanic 1 0 1 11%
Hispanic 0 0 0 0%
White/Not
Hispanic 5 2 7 78%
Total 7 2 9 100%




W o{13)oY
Arhl;ll Ethics Commission DRAFT

Equal Employment Hiring Program
A. Introduction

The policy of the Arkansas Ethics Commission (hereinafter the “Commission™) regarding
equal employment hiring is designed to achieve the goal of establishing and maintaining
a percentage of minority employees within its staff which is approximately equal to the
percentage of minoritics in the state’s population, The adoption of this policy is
consistent with the provisions of Ark. Code Ann. § 21-3-101 as amended by Act 1226 of
2001.

B. Applicability

This policy applies to the staff of the Arkansas Ethics Commission, That staff is
composed of: one director, two staff attorneys, two directors of compliance, one systems
administrator, one fiscat officer and two administrative assistants.

C. Policy

The Commission is an equal opportunity employer providing equal employment
opportunities without regard to race, creed, color, gender, religion, age, national origin,
disability or other biases prohibited by State or federal law. This hiring progtam reflects
a system that 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. The Commission desires to employ
individuals who are dependable, sincerely interested in serving the mission of the
Commission, and who can handle agency matters in a professional manner.

D. Implementing and Administering the Program

General administration of the Commission’s office and staff is conducted by its Director
who shall assist the Commission in implementing and administering this policy by
applying these principles in good faith for meaningful progress in the employment of
minorities, women and members of other protected classes. The following are ways in
which the Commission equal employment opportunity program will be implemented:

1. Aﬂemploynientadvmgmenuandpostingswi]leontainareferenoetothe
assurance that the Commission is an Equal Opportunity Employer.

2, All job openings will be posted on the Arkansas Government Jobs Web Site
unless the position is to be filled with a qualified employee from within the
agency.



3 The Commission will ensure minority group employees receive equal
consideration whenever hiring opportunities occur.

4, TheConnmssnnsstaﬂ':sadvuedtoemomageapphcantsfmmmmomy

groupswheresuchapphcantswuhtheneeessarquhﬁeatmnsorpotenml
are available.

5. The Commission will seek to employ qualified minority group individuals in
available positions.

6. Qualified members of minority groups should be offered positions on the
same basis as all other applicants.

E. Report of Program Compliance

The Commission will report to the Legislative Council each year regarding its efforts
to achieve its equal employment hiring program goal



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

Department / Agency / Institution Name: Arkansas Game and Fish Commission
Contact Name:  Betty Bryant

Contact Phone: 501-223-6443

Contact Email: Betty.Bryant@agfc.ar.gov

Date of Submission: September 19, 2019

Please attach a copy of the program or policy as required by Arkansas Code
§21-3-101. Attached AGFC Policy HR-2-01, EEO Nondiscrimination

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. None

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 3 4 | 0.68493151%
Asian Pacific
Islander 1 0 1|0.17123288%
Black/Not
Hispanic 12 15 27 | 4.62328767%
Hispanic 1 2 3 0.51369863%
White/Not
Hispanic 131 418 549 | 94.0068493%
Total 146 438 584 100%




AGFC POLICY AND PROCEDURE MANUAL - HUMAN RESOURCES

EQUAL EMPLOYMENT OPPORTUNITY (EEO) / NONDISCRIMINATION
POLICY AND COMPLAINT PROCEDURE

AGFC POLICY HR-2-01 | EFFECTIVE 7/17/2016

PURPOSE

To set forth the policy of the Arkansas Game and Fish Commission (AGFC, Commission) with respect to
unlawful discrimination in employment and the Commission’s procedure for handling employee
complaints relating to alleged discrimination and unlawful harassment. This policy addresses
compliance with all state and federal discrimination laws which apply to the Commission.

SCOPE

This policy applies to all activities of the Commission, to all locations of the Commission, to all
individuals employed by the Commission, and to applicants for employment with the Commission.

POLICY
The Commission prohibits unlawful discrimination that is related to any person’s gender, national origin,
age, disability, or any other basis protected by federal, state, or local law. This policy applies to all

employees of the Commission and to all individuals who may have contact with any employee of the
Commission.

It is the policy of the Arkansas Game and Fish Commission to provide Equal Employment Opportunity
(EEO) to all employees and applicants for employment without regard to race, religion, gender, national
origin, age, disability, citizenship, or veteran status in accordance with applicable federal and state law.
However, this Policy does not waive the Commission’s federal or state sovereign immunity. The
Commission encourages employee awareness of this policy and the procedures for making
discrimination complaints or inquiries. Employee complaints are to be dealt with confidentially and free
of harassment and intimidation.

HR-2-01-A. EEO COMPLIANCE OFFICER

To facilitate implementation of the EEO policy, one or more employees have been appointed as an AGFC
Personnel Compliance Officer. Employees wishing to make EEO inquiries or file EEO complaints should
contact AGFC Human Resources.

HR-2-01-B. EEO NOTICE

1. Specific methods by which employees are to be informed of Commission EEO policy and EEO laws
are to include, but will not be limited to:

a. Review of this policy;
b. Inclusion of statement of intent not to discriminate in Commission publications;

c. Conspicuous display of EEO posters; and,

EEO/NONDISCRIMINATION HR-2-01 PAGE 1



AGFC POLICY AND PROCEDURE MANUAL - HUMAN RESOURCES

D. Workshops and training sessions.
HR-2-01-C. COMPLIANCE

All supervisors have the responsibility of ensuring compliance with EEO policy/laws in their own actions
and those of their subordinates. Employees failing to adhere to EEO policy/laws will be subject to
disciplinary action, up to and including termination.

HR-2-01-D. TRAINING

1. All supervisors are required to successfully complete a comprehensive review of state and federal
discrimination laws and the applicability of those laws to state employees which is to be coordinated
by the Human Resources Division.

2. Supervisors must also complete courses in interpersonal communications, grievance prevention and
handling, administering discipline, performance evaluation, and other courses that may be
established and required for new and existing supervisors.

3. Division Chiefs are responsible for coordination of required training with Human Resources.
HR-2-01-E. EEO COMPLAINT PROCEDURE

1. As a recipient of federal funds from the U.S. Department of the Interior, the Arkansas Game and
Fish Commission operates programs subject to the nondiscrimination requirements of federal law.
Under federal law, the U.S. Department of the Interior strictly prohibits discrimination because of
race, color, national origin, religion, age, gender, or disability in its federally assisted programs.

2. Any person who believes he/she has been discriminated against in any program, activity, or facility of
the Arkansas Game and Fish Commission, or desires further information regarding applicable federal
law, should write to:

Arkansas Game & Fish Commission
ATTN: Personnel Compliance Coordinator
#2 Natural Resources Drive

Little Rock, AR 72205

OR

The Office of Human Capital
U.S. Fish and Wildlife Service
Department of the Interior
Washington, D.C. 20240

3. Employees who feel that they have been discriminated against may utilize the Commission’s internal
grievance procedures in AGFC Policy HR-8-02, or the above provisions.

EEO/NONDISCRIMINATION HR-2-01 PAGE 2



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

Department / Agency / Institution Name: GOVERNOR’S MANSION

COMMISSION

Contact Name: Jana Hiland

Contact Phone: 501.319.6555

Contact Email: jana.hiland@arkansas.gov

Date of Submission: 10/9/2019

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 0 0 0 0%
Black/Not
Hispanic 0 0 0 0%
Hispanic 0 0 0 0%
White/Not
Hispanic 5 5 10 100%
Total 5 5 10 100%




EQUAL EMPLOYMENT PRACTICES
(Act 1226 of 2001)

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

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

AGENCY NAME AND PAYROLL NUMBER: GOVERNOR’S MANSION COMMISSION

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

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

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

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

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

[0-16 -19 “

Date Députy Chief of Staff, Internal Operations




A.C.A §21-3-101 Equal Employment Hiring Program Reporting Template
Department / Agency./institutioniName:
Shectr StackS
Contact Phone: S0\ -LRA-1717T\
Contact Email: Sneq \JSWS@MKQJ\S&S\'\UASQ.DP%

Date of Submission: 10-9-19

Contact Name:

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 \ Lp 5 %
Hispanic %
White/Not
Hispanic AW lp | B 18 %
Total | "] =3 o L—\‘ IDD %




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:

1. 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.

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

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. :

3. The House of Representatives will treat all employees with respect and diguity 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: Commissioner of State Lands

Contact Name: Kelly Boyd, Chief Deputy

Contact Phone: 501-516-1330

Contact Email: KBOYD@COSL.ORG

Date of Submission: 08/29/2019

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%
Asian Pacific
Islander 0%
Black/Not
Hispanic 4 2 6 15%
Hispanic 0%
White/Not '
Hispanic 22 13 35 85% |
Total 26 15 41 100%




Equal Opportunity

The Commissioner of State Lands is an Equal Opportunity Employer. This means that we will extend
equal opportunity to all individuals without regard for race, religion, color, sex, national origin, age,
sexual orientation, disability, handicap or veterans’ status. This policy affirms the Commissioner of
State Lands’ commitment to the principles of fair employment and the elimination of all vestiges of
discriminatory practices that might exist. We encourage all employees to take advantage of
opportunities for promotion as they occur.









Policy No. 1001

Effective Date:

, .
February 13, 2017 Arkansas Attorney General’s Office

Equal Employment Opportunity
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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: Office of the Prosecutor Coordinator,

Agency 0028 and Prosecution Coordination Commission

Contact Name: Terri Isaac

Contact Phone: 501-682-3682

Contact Email: terri.isaac@arkansas.gov

Date of Submission: 10/14/19

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 %
Asian Pacific
Islander 0 0 0 %
Black/Not
Hispanic 0 0 0 %
Hispanic 0 0 0 %
White/Not
Hispanic 7 5 12 100%
Total 7 5 12 100%




Office of the Prosecutor Coordinator

Prosecution Coordination Commission
Equal Employment Hiring Policy

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

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

GUIDELINES.

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

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

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

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

1. PCO supervisors must monitor employment trends.

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

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



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

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

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

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

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



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

Department / Agency / Institution Name: OFFICE OF THE GOVERNOR

Contact Name: Jana Hiland

Contact Phone: 501.319.6555

Contact Email: jana.hiland@arkansas.gov

Date of Submission: 10/9/2019

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
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