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B. Status of Contracts to Minority Business (ORS 659A.015)  

ODOT has a Procurement Office and the Office of Civil Rights that advertises in a variety of 
publications.  Our recruiting effort is a part of our contracting process.  Bidders for contracts 
with the State of Oregon DOT sign forms assuring non-discrimination.  Under separate 
cover and upon request we can provide: 
 

1. Personal Services Contracts Report 
2. List of contractors and subcontractors and dollar 
3. List of MBE Certifications and Commitments Awards and Payments 
4. Semi-Annual DBE Commitments Awards and Payments 

 



SECTION 2 PAGE 16  

C.  Training, Education and Development – Education Overview  

 
A healthy and respectful work environment is essential for good employee morale, retention, and 
productivity. As diversity grows within the ODOT workforce, the need for awareness and mutual 
respect increases. Workforce education is a continuous process with the threefold objective of 
improving the internal work environment, improving the inclusiveness of under-represented 
persons in ODOT's employment community, and improving customer service to our growing and 
diverse customer base. 

The Employment and Diversity unit of Human Resources was an active co-sponsor for the 
second annual ODOT/DHS Diversity Conference where more than 250 ODOT managers and 
employees attended in September of 2006. This was the second year of the significant 
investment by ODOT to partner with another large agency on the statewide conference. 

The table below shows the number of employees trained in ODOT during the last fiscal year by EEO 
categories 

 

Total Hours of Training By EEO Category:  2005/2006

0.0%

5.0%

10.0%

15.0%

20.0%

25.0%

30.0%

35.0%

% of Workforce 8.7% 26.5% 23.2% 14.8% 26.3% 0.5%

% of Training Hours 9.7% 28.4% 23.3% 9.7% 28.6% 0.4%

A:            
Officials

B: 
Professionals

C: 
Technicians

F:            
Clerical

G:            
Skilled Craft

H: 
Maintenance

Total 
Employees:

4250

Total 
Training 
Hours: 
135,057

 
 
Total Employees           369         1128      984             627        1119              23 
Total Training Hrs.     13,079       38,292   31,430         13,123       38,619           514 
 



The tables below reflect the number of employees trained in 'Workplace Harassment' during fiscal 
years 2003-04, 2004-05, and 2005-06. Results are also visually depicted by EEO categories in the 
"Workplace Harassment Training 2003-2006" graphic below 

 
In an effort to keep training content fresh and current, ODOT made the decision to combine the 
Workplace Harassment and Diversity Basics into a new half-day seminar entitled "Respectful 
Workplace". This program is in final development and has been piloted in November 2006 with roll 
out in early 2007. 

 

 

Workplace Harassment Training 2003-2006 
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Attendance FY 2002-03 – FY 2005-06 
EEO Categories Fiscal 

Year Officials Professionals Technicians Administrative 
Skilled 
Craft 

Maintenance 

2002/2003 25 62 17 13 116 1 
2003/2004 8 10 2 9 14 0 
2004/2005 32 119 42 32 173 1 
2005/2006 14 84 32 44 118 5 
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The number of participants attending "Diversity Basics" and the ODOT "Diversity Conference" 
was tracked during fiscal years, 2004-05 and 2005-06. Attendance for these classes is provided 
below in both table and graphic formats. 

he number of participants attending "Diversity Basics" and the ODOT "Diversity Conference" 
was tracked during fiscal years, 2004-05 and 2005-06. Attendance for these classes is provided 
below in both table and graphic formats. 
  

  
  
  
Diversity Basics and Diversity Conference: Attendance FY 2004/2005 and FY 2005/2006 Diversity Basics and Diversity Conference: Attendance FY 2004/2005 and FY 2005/2006 

EEO Categories EEO Categories Fiscal 
Year Officials Professionals Technicians Administrative 

Skilled 
Craft 

Maintenance 

2004/2005 56 180 56 47 334 0 

2005/2006 85 62 8 38 24 0 

Diversity Training 2004-2006
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HIGH SCHOOL SUMMER ENGINEERING TRAINING PROGRAM 2004-2006 

High School Summer Engineering Training Program 2004 -2006 
2004 2005 2006 

Apps. Female  % Minority  % Apps. Female % Minority  % Apps. Female % Minority  % 

15 4 26.7% 1 6.7% 27 6 22.2% 6 22.2% 8 3 33% 1 13% 

 Ethnic Total Male Female   Ethnic Total Male Female   Ethnic Total Male Female 
 W 11 8 3   W 18 14 4   W 5 3 2 
 B 0 0 0   B 0 0 0   B 0 0 0 
 H 0 0 0   H 1 1 0   H 0 0 0 
 A/PI 1 0 1   A/PI 4 4 0   A/PI 1 1 0 
 I/AN 0 0 0   I/AN 1 0 1   I/AN 0 0 0 

 Declined 3 3 0   Declined 3 2 1   Declined 2 1 1 

Placed Female  % Minority  % Placed Female % Minority  % Placed Female % Minority  % 

4 2 50.0% 1 25.0% 4 2 50.0% 1 25.0% 3 1 33.3% 0 0% 

 Ethnic Total Male Female   Ethnic Total Male Female   Ethnic Total Male Female 

 W 3 2 1   W 2 2 0   W 3 2 1 
 B 0 0 0   B 0 0 0   B 0 0 0 
 H 0 0 0   H 0 0 0   H 0 0 0 
 A/PI 1 0 1   A/PI 2 2 0   A/PI 0 0 0 
 I/AN 0 0 0   I/AN 1 0 1   I/AN 0 0 0 

  Declined 0 0 0   Declined 1 0 1   Declined 0 0 0 

Note: 1  student returned Note: 1  student returned  

 
The High School Summer Engineering Training program focuses on attracting individuals into the field of transportation and related civil engineering.  In the 
last three years, the High School program has produced a minimal applicant pool. Additional effort and analysis will be a part of the agency’s 2007 – 2009 
Affirmative Action Plan so that progress can be made in this program. 
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COLLEGE SUMMER ENGINEERING TRAINING PROGRAM 2004-2006 

The College Summer Engineering Training Program attracted 11 female and 8 minority applicants; 100% of the candidates were placed. The program also 
attracted 4 Hispanic and 4 Asian/Pacific Islander applicants indicating that program enhancements are produci8ng outreach and professional development 
opportunities.  This will continue o be a focus area in our 2007-09 Affirmative Action Plan 
 

 

D.   Cultural Competency Assessment Update 

ODOT will not be using the resources provided by the State. The Diversity Council’s goal for 2007 will be a broader delivery of Cultural 
Competency training for staff, with a pilot program scheduled for ODOT’s DMV Division.  

College Summer Engineering Training Program 2004 -2006 
2004 2005 2006 

Apps. Female  % Minority  % Apps. Female % Minority  % Apps. Female % Minority  % 

70 14 20.0% 9 12.9% 66 11 16.7% 12 18.2% 55 11 20% 8 16% 

  Ethnicity Totals Male Female   Ethnicity Totals Male Female   Ethnicity Totals Male Female 

  W 62 53 9   W 51 40 11   W 45 37 8 
  B 2 1 1   B 1 1 0   B 0 0 0 
  H 3 1 2   H 2 2 0   H 4 4 0 
  A/PI 9 8 1   A/PI 6 5 1   A/PI 4 2 2 
  I/AN 1 0 1   I/AN 0 0 0   I/AN 0 0 0 

  Declined 29 26 3   Declined 10 8 2   Declined 2 1 1 

Placed Female  % Minority  % Placed Female % Minority  % Placed Female % Minority  % 

40 8 20.0% 7 17.5% 50 9 18.0% 9 18.0% 51 11 22.0% 8 16% 

  Ethnicity Totals Male Female   Ethnicity Totals Male Female   Ethnicity Totals Male Female 

  W 21 16 5   W 31 25 6   W 41 33 8 
  B 0 0 0   B 0 0 0   B 0 0 0 
  H 2 1 1   H 1 1 0   H 4 4 0 
  A/PI 1 1 0   A/PI 1 5 1   A/PI 4 2 2 
  I/AN 0 0 0   I/AN 0 0 0   I/AN 0 0 0 

  Declined 7 7 0   Declined 7 1 1   Declined 2 1 1 
Sixteen returning students (from 2003) and one student from the 
HSET program in 2003 and 2002 was placed in the 2004 SCET 
program. 

Fifteen returning students (from 2004).  Three students from 
HSET program in 2004 were placed in the 2005 SCET program 

Information regarding returning student is unavailable 
 




