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Introduction 
 

The Oregon Department of Corrections (DOC) is committed to equal employment 
opportunity and affirmative action. This Affirmative Action Plan provides a 
comprehensive set of chapters that address everything from the definition of affirmative 
action to strategies for achieving affirmative action parity goals. The Department of 
Corrections strives to be proactive in ensuring we are providing equal employment 
opportunities for citizens and employees, while addressing affirmative action policies and 
goals. 
 
Overall, this document describes in detail how the Department of Corrections plans to 
comply with federal and state statutes, Oregon Administrative Rule 105-040-001 - Equal 
Employment Opportunity and Affirmative Action, the Governor’s Executive Order 08-18 
Affirmative Action, as well as DOC policy 20.4.1 - Equal Employment Opportunity and 
Affirmative Action.  
 
This Plan implements the provisions of the State of Oregon's Affirmative Action Plan. 
 
Affirmative action is a method of remedying the effects of past and present 
discrimination, intended or unintended, which become evident after analysis of present 
employment practices, patterns or policies. As stated in the Code of Federal Regulations 
(29 CFR 1608.1) "Congress enacted title VII in order to improve the economic and social 
conditions of minorities and women by providing equality of opportunity in the work 
place." 
 
The Department of Corrections Affirmative Action Plan is organized into the following 
sections.  
 

I. DESCRIPTION OF AGENCY 
 

II. AFFIRMATIVE ACTION PLAN  
 

III. ROLES FOR IMPLEMENTATION OF AFFIRMATIVE ACTION PLAN 
  

IV. JULY 1, 2008- JUNE 30, 2010 
 

V. 2009-2011 
 

VI. APPENDIX A 
 

VII. APPENDIX B 
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The Department of Corrections Affirmative Action Plan (AAP) will: 
 

 Reaffirm the department's policy regarding non-discrimination and equal 
employment opportunity. 

 
 Set forth the specific goals intended to eliminate under-representation of 

women, people of color, and persons with disabilities. 
 

 Demonstrate our continued good faith effort in providing equal employment 
opportunity. 
 

Statistical analyses reflect the employment patterns of the department from July 1, 2008 
to June 30, 2010. The standard of parity (utilization measured against availability) is 
determined by the Governor's Office of Affirmative Action.   
 
This plan is effective for the period of July 1, 2011 through June 30, 2013. 
 
 

Submitted by 
Kim Brockamp 

 Assistant Director of Human Resources 
 

 
Prepared by 
 Bob Koreski 

Workforce Planning and Affirmative Action Officer  
Oregon Department of Corrections 

Human Resources Division 
Employee Relations Unit 

1793 13th Street SE 
Salem, Oregon 97302 

 
Tel: 503 934-1063 
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Section I.  
Description of Agency and 
Organizational Structure 

 
Mission, Vision, Core Values 
 Mission 

The mission of the Oregon Department of Corrections is to promote public safety by 
holding offenders accountable for their actions and reducing the risk of future criminal 
behavior. 
 

Implementation of department responsibilities is guided by the following organizational vision 
and core values:  

 
 Vision 

 We take a proactive role in the development of criminal justice policy.  
 We create partnerships with Oregon communities to hold offenders 

accountable, engage victims, and enhance the quality of life for the citizens of 
Oregon.  

 We are a committed, creative, and productive organization, which recognizes 
safety and security as an essential business practice.  

 We require sound fiscal management of public resources using outcome-
oriented strategies.  

 We provide offender programs and resources, which support the department’s 
mission.  

 We are a diverse, skilled work force, which shares the responsibility for 
outcomes across organizational boundaries.  

 

 Core Values 
 We value our responsibilities.  
 We value integrity.  
 We value teamwork.  
 We value respecting others.  
 We value constructive change.  
 We value the participation of all.  

 

Code of Ethics 
 

As an employee, volunteer or contract service provider of the Oregon Department of 
Corrections, I will value and maintain the highest ideals of professional and 
compassionate public service by respecting the dignity, cultural diversity and human rights 
of all persons, and protecting the safety and welfare of the public. 
 
I accept that my fundamental duty is to serve the public; to safeguard lives and property, to 
protect Department of Corrections incarcerated persons against deception, oppression or 
intimidation, violence or disorder. 
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I will be constantly mindful of the welfare of others. To the best of my ability, I will 
remain calm in the face of danger and maintain self-restraint in the face of scorn or 
ridicule. 
 
I will be honest and truthful. I will be exemplary in obeying the law, following the 
regulations of the department, and reporting dishonest or unethical conduct. 
 
I acknowledge that I have been selected for a position of public trust and I will 
constantly strive to be worthy of that trust and to be true to the mission and values of 
the Department of Corrections. 
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Department of Organization and Functions 
 
The Oregon Department of Corrections was created by the 64th Legislative Assembly in June 
1987, and operates under ORS chapter 423. The department’s mission originates in the Oregon 
Constitution, amended in November 1996, to say, “Laws for the punishment of crimes shall be 
founded on these principles: protection of society, personal responsibility, accountability for 
one’s actions and reformation.” The department has custody of offenders sentenced to prison for 
more than 12 months. Oregon houses offenders in 14 state prisons; the newest prison was opened 
in September, 2007. 
 
To further focus on safe communities, safe prisons, and a safe workplace, the department created 
the Oregon Accountability Model. This purposeful plan is designed to change offenders’ criminal 
behavior - during incarceration and post-prison supervision - using evaluation, education, 
treatment, and work. It begins at the assessment phase during intake and affects offenders 
throughout incarceration, reintegration, and their time on community supervision. The 
department’s mission of public safety, offender accountability, and crime prevention inspires the 
model. 
 
The Department of Corrections provides administrative oversight and funding for the community 
corrections activities of Oregon’s 36 counties. Oregon counties manage their own offenders who 
are subject to jail, parole, post-prison supervision and/or probation. The department provides 
interstate compact administration and jail inspections as well as central information and data 
services regarding felons statewide. It is also responsible for evaluating the performance of 
community corrections. 
 
The department’s culture is driven by integrity, respect and teamwork guided by a strong vision 
that includes leadership, partnerships, and productivity. Department’s staff is actively involved in 
their communities, serving on commissions, participating in volunteer organizations, coaching 
kids’ teams and otherwise giving their time to enhance the quality of life for all Oregonians. 
 
The Oregon Department of Corrections is responsible for the management and administration of 
all adult correctional institutions and other functions related to state programs for adult 
corrections. It has six major divisions and a strong relationship with Oregon Corrections 
Enterprises, a semi-independent state agency.  

 
Central Administration 

Central Administration includes the Office of the Director: Planning and Budget, Internal 
Audits, and the Office of Population Management. The Office of the Director provides 
overall leadership to the department through the executive management team composed of 
the five agency division assistant directors and director’s office administrators that 
perform critical agency functions. 
 
Internal Audit provides independent, objective assurance and consulting services through 
quality audits to add value by increasing efficiency and effectiveness of operations. 
 

http://www.oregon.gov/DOC/ADMIN/mission.shtml�
http://www.oregon.gov/DOC/OPS/PRISON/index.shtml�
http://www.oregon.gov/DOC/PUBAFF/oam_welcome.shtml�
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The Planning and Budget Unit consists of an administrator and the Budget Office. The 
unit is responsible for determining the resources necessary to support the existing and 
growing offender populations, and develops and executes the departments Long-Range 
Construction Plan. The Budget Office is responsible for managing and coordinating the 
department’s resource identification, budget development, and monitoring activities. 

 
The Office of Population Management, created in June 2006, is responsible for developing 
and implementing agency inmate population management strategies. The office is 
responsible for new prison construction, community development, capacity and resource 
management, inmate classification and special-needs inmates.  

 
Agency Divisions 
 
General Services Division 

The General Services Division supports much of the day-to-day business of the Oregon 
Department of Corrections. Fiscal Services, Distribution Services, Facilities Services, and 
Information Technology Services fall under General Services.  
 
Fiscal Services supports DOC in the following areas: Purchasing and Contracts, 
responsible for public procurement and contracting; Statewide Business Services, provides 
support to all institutions and program areas with business-related fiscal processes; Central 
Trust, responsible for all accounting related to inmate trust monies; Central Accounting, 
responsible for payroll, payables, receivables, intra-agency transactions, general ledger 
accounting, internal reporting and statewide financial reporting; and AFAMIS Support, 
provides technical support and user training for AFAMIS, the department’s accounting 
system, and TAG, the trust accounting system. 
 
Distribution Services is the primary logistics support operation for the department. 
Distribution Services manages statewide inventory, monitors and disposes of non-
expendable assets, develops statewide food service standards and operational oversight 
related to feeding inmates, and manages the inmate commissary program for all 
institutions. The Distribution Center, Food Service Administration, Central Canteen, 
Transportation and Property Management units are located in Salem. Distribution Services 
also has out stationed operations located at Snake River Correctional Institution in 
Ontario, Two Rivers Correctional Institution in Umatilla, and Coffee Creek Correctional 
Facility in Wilsonville. 
 
Facilities Services is responsible for planning, construction, upgrading, and maintaining 
correctional facilities, developing policies regarding code compliance and other facility 
issues for existing institutions.  They also are responsible for advising Department 
managers on pertinent land use and governmental joint powers issues and managing the 
portfolio of leased facilities for the department. 
 
Information Technology Services supports and maintains DOC computer technologies 
and automation systems during acquisition, development, and implementation.  To 
accomplish this, the unit is divided into four sections: Development, responsible for 

http://www.oregon.gov/DOC/GENSVC/CONTRC/index.shtml�
http://www.oregon.gov/DOC/GENSVC/statewide_business_services.shtml�
http://www.oregon.gov/DOC/GENSVC/central_trust.shtml�
http://www.oregon.gov/DOC/GENSVC/central_trust.shtml�
http://www.oregon.gov/DOC/GENSVC/central_accounting.shtml�
http://www.oregon.gov/DOC/GENSVC/fiscal_technology_team.shtml�
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creating and/or maintaining all software in the statewide system; Operations, responsible 
for operating all servers and the network that comprise the statewide system; Technical 
Support, responsible for maintaining the desktop devices used on the network; and 
Business Support, responsible for business analysis, project management and customer 
relationships. 

 
Human Resources Division 

The Human Resources Division, headed by an assistant director, comprises Employee 
Relations (includes Workforce Planning and Affirmative Action, OFLA/FMLA, and 
Safety and Risk Management), Labor Relations, Human Resource Operations (includes 
Recruitment and Background Investigations, Classification and Compensation, and 
Personnel Records), and Professional Development. 
 
The Human Resources Division manages the personnel-related services of recruitment, 
affirmative action plan development, employee development and training, employee 
safety and risk management, organization and leadership development, and consultation 
and assistance in administering the department’s classification, compensation, human 
resources policies, and labor contracts. 
  
To meet the department mission and fulfill the objectives of the Oregon Accountability 
Model, the division develops and implements a comprehensive, full-service human 
resources program that enables the department to effectively recruit, develop, and retain a 
highly qualified and rapidly growing workforce of over four thousand employees, 
volunteers, and contractors. 

 
Public Services Division 

The Public Services Division (PSD) was created in June 2006. PSD is comprised of the 
Office of Research and Evaluation, the Office of Public Affairs and Central Services, the 
Office of Project Management, and Rules Coordination. PSD is led by an Assistant 
Director who promotes collaboration among the division's units to develop strong 
partnerships within the agency and between DOC and its external stakeholders.  
 
The Office of Project Management was created during the 2003-05 biennium. This office 
manages implementation of agency-wide and interagency projects and is responsible for 
providing project direction and support to ensure that critical Department-wide and 
interagency projects meet established timelines and outcomes. 
 
The Office of Public Affairs is responsible for the overall strategy and high profile 
Department-wide efforts about government relations, public information and education 
and community outreach. The staff educates and provides information to the public, the 
Legislature, employees and the news media about Department plans, activities, and 
policies. In addition, this division coordinates the public record requests and tracks inmate 
tort activity for the department.  

 

http://www.oregon.gov/DOC/PUBAFF/index.shtml�
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The Office of Research and Evaluation provides mission-critical information on offender 
populations, program performance, and policy impact, which is essential for planning, 
evaluating, and directing the operations of the Department of Corrections. 

 
Transitional Services Division 

Transitional Services Division includes the operation of transition programs, release 
planning, community corrections, interstate compact, jail inspections, religious services, 
sentence computation, offender records, victim services, and institution programs such as: 
workforce development, education, cognitive programs, and addictions treatment 
programs.  

 
The Transition and Release Services Unit provides release planning services to inmates 
housed in the Department of Corrections’ Institutions, Oregon Youth Authority, Oregon 
inmates housed out of state, and inmates under the custody of another state serving a 
concurrent Oregon sentence.  This unit also provides Road to Success, a transition 
program, to inmates housed in institutions designated as releasing institutions.  The unit is 
responsible for partnering with department staff, other state and local agencies, and 
community organizations to improve transition from incarceration to the community. 
 
Community Corrections Administration provides funding for the management and 
supervision of more than 34,000 felony offenders sentenced to probation, parole, or post 
prison supervision, and offenders sentenced to 12 months or less of incarceration. 
Community corrections supervision and programs are provided directly by the state in two 
counties (Douglas and Linn), or by the counties through intergovernmental agreement 
with the Department of Corrections. Community Corrections Administration is 
responsible for the statewide coordination and oversight of community corrections 
activities at the county level, including monitoring compliance with applicable laws and 
administrative rules. The program has the statutory responsibility to evaluate community 
corrections policies, to annually review counties’ compliance with the intergovernmental 
agreement, and to offer technical assistance when needed to gain compliance. In addition, 
Community Corrections Administration provides consultation and technical assistance to 
local agencies regarding community corrections options and effectiveness, facilitates 
communication among counties and problem solving between counties, and organizes 
training activities specific to community corrections work.  
 
Community Corrections Administration also operates the interstate compact and provides 
jail inspections. The Interstate Compact Unit processes applications for transfer of 
community supervision to and from other states, prison releases to other states, and 
administers the Interstate Compact for Adult Offender Supervision. Jail inspections 
include on-site evaluation of 95 adult jail and juvenile detention facilities in counties and 
municipalities. 
 
Religious Services provides a wide continuum of religious worship services, study 
programs, music programs, serious illness/death notifications, and pastoral counseling 
opportunities to meet the constitutional and legal mandates of the U.S. Constitution, 
Oregon State Constitution, federal and state legislation, and case law. This unit also 

http://www.oregon.gov/DOC/RESRCH/index.shtml�
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provides Crime Victims Services, Community and Faith-Based Re-entry, and runs a 
Volunteer Program. 
 
WFD provides a continuum of adult education, work-based education, cognitive skill 
training, and alcohol and other drug treatment programs in twelve adult corrections 
facilities in Oregon. This unit also oversees the multi-agency Children of Incarcerated 
Parents program aimed at reducing the risk of inter-generational criminality by promoting 
the well-being of the children of those incarcerated. These programs represent a balanced 
approach to addressing some of the most significant risk factors associated with criminal 
behavior as well as addressing the barriers to productive participation in work, family, and 
community.   
 
The Offender Information and Sentence Calculation Unit (OISC) calculates and updates 
the length of all prison terms, based on information provided by the courts. OISC also is 
the repository for all legal files pertaining to offenders who have been, or currently are, 
under the custody or supervision of the department. The unit is responsible for the 
maintenance of the department’s official offender records. 

 
Operations Division 

The Assistant Director of Operations centrally administers Oregon’s adult prisons. The 
division’s responsibilities encompass the management of state prisons, inmate physical 
and mental health treatment, inmate transportation, emergency preparedness, and 
most inmate work activities. 

 
Health Services is comprised of an administrative unit, which sets policy and long-term 
direction and a series of operational units representing the health care program at each 
facility. The health care program at each of the correctional institutions operated by the 
department is responsible for delivering health care to inmates consistent with policy 
centrally established by the division. Health Services employs more than 200 health care 
personnel and manages a number of agreements with health care organizations in 
communities throughout Oregon and the surrounding states in order to deliver 
constitutionally adequate health care. Specific programs include: Medical Program, Dental 
Program, Health Care Records, Radiology Services, Mental Health Services, and 
Pharmacy Services. 

  

http://www.oregon.gov/DOC/OPS/HESVC/medical_pgm.shtml�
http://www.oregon.gov/DOC/OPS/HESVC/dental_pgm.shtml�
http://www.oregon.gov/DOC/OPS/HESVC/dental_pgm.shtml�
http://www.oregon.gov/DOC/OPS/HESVC/medical_records.shtml�
http://www.oregon.gov/DOC/OPS/HESVC/radiology_pgm.shtml�
http://www.oregon.gov/DOC/OPS/HESVC/cts.shtml�
http://www.oregon.gov/DOC/OPS/HESVC/pharmacy_stores.shtml�
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STATE PRISONS 

The existing correctional institutions include: 

 
• Coffee Creek Corr Facility (CCCF), Wilsonville 
• Columbia River Corr Institution (CRCI), Portland 
• Deer Ridge Correctional Institution (DRCI), Madras   
• Eastern Oregon Corr Institution (EOCI), Pendleton 
• Mill Creek Correctional Facility (MCCF), Salem 
• Oregon State Corr Institution (OSCI), Salem 
• Oregon State Penitentiary – Minimum (OSPM), Salem 
• Oregon State Penitentiary (OSP), Salem 
• Powder River Corr Facility (PRCF), Baker City 
• Santiam Correctional Institution (SCI), Salem 
• Shutter Creek Corr Institution (SCCI), North Bend 
• Snake River Corr Institution (SRCI), Ontario 
• South Fork Forest Camp (SFFC), Tillamook 
• Two Rivers Corr Institution (TRCI), Umatilla 
• Warner Creek Corr Facility (WCCF), Lakeview 

 
Coffee Creek Correctional Facility and Intake Center 

Coffee Creek Correctional Facility (CCCF) is a 1,360-bed dual-mission facility in 
Wilsonville that comprises Oregon Corrections Intake Center for men and women as well 
as the states only multi-custody full-service women’s prison. Coffee Creek’s minimum 
facility opened on October 15, 2001. The medium facility and intake center opened on 
April 18, 2002. 
 
All inmates entering Oregon’s prisons are initially housed at Coffee Creek. During a 22-
day assessment period, individual plans are designed for each inmate. Following the 
development of their corrections plans, inmates are assigned to a prison. 

 

Oregon Prisons 
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Women serving their sentences at CCCF have access to a full spectrum of programs to 
prepare them for their transition and re-entry to the community, including parenting 
programs and an on-site Early Head Start facility to help strengthen families and teach 
parental responsibility. 

 
Columbia River Correctional Institution 

Columbia River Correctional Institution (CRCI) is a 540-bed minimum-security prison 
located in Northeast Portland. The prison opened in September 1990, and houses 500 male 
inmates in dormitories. Major program activities for most inmates include community 
service work, institution support and maintenance work, and educational and cognitive 
skills classes. 
 
Fifty inmates are housed in a separate living area designed specifically for use as a 
residential alcohol and drug treatment center.  Inmates participate in this therapeutic 
community program designed to address serious addiction and substance abuse problems. 

 
Deer Ridge Correctional Institution  

Deer Ridge Correctional Institution (DRCI) is a men’s prison located in Madras with 644 
minimum- security beds and 1,240 medium-security beds. Construction began in October 
2005, and the first minimum-security inmates arrived in September 2007. The medium-
security facility is complete and ready to house inmates. When fully opened, the facility 
expects to employ between 400-500 people. 

 
Eastern Oregon Correctional Institution 

Eastern Oregon Correctional Institution (EOCI) was authorized in 1983 as the first 
medium-security adult male correctional facility established outside of Marion County. 
Until its conversion to a prison, EOCI had been a state mental hospital, with most of the 
buildings originally constructed in 1913. The 1,600-bed facility is Pendleton’s second 
largest employer. 
 
EOCI provides a variety of work opportunities to inmates. The Garment Factory 
manufactures the internationally recognized “Prison Blues” line of blue denim. The 
commercial laundry meets the needs of the facility as well as several local public service 
agencies and large industries. EOCI’s physical plant mission is to teach marketable job 
skills to inmates in the fields of electricity, plumbing, and carpentry. In 1999, the creative 
arts, woodworking, and metal shops established to provide services to the community. 
 
Blue Mountain Community College provides GED and Adult Basic Education services 
for the inmates at the prison. EOCI also offers the STEPS to Freedom Program, which is a 
4–6 month pre-release alcohol and drug day- treatment program serving 70 inmates. The 
COPE Program provides mental health day-treatment services to inmates who experience 
moderate to severe mental health problems and have difficulty adjusting to prison life. 
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Mill Creek Correctional Facility 
Mill Creek Correctional Facility (MCCF) is a minimum-security prison housing 310 
inmates. The facility has been operated by the Department of Corrections since 1929. All 
inmates are within three years of release and most have successfully completed required 
correctional programs prior to assignment to MCCF. The facility prepares inmates for 
transition and release to the community by providing a variety of work programs and 
training opportunities.  

 
Oregon State Correctional Institution 

Oregon State Correctional Institution (OSCI), a men’s medium-security transitional 
release facility located three miles east of Salem, established by the 1955 Legislature, 
became operational  
June 1, 1959.  
 
The 880-bed facility confines males serving sentences for felony convictions from all 
counties of Oregon. OSCI focuses on providing transition programs and work skills to 
inmates who have less than three years to serve but are not suitable for housing in a 
minimum-security environment. Some of the work and skills training opportunities 
available to inmates at OSCI include Geographical Information Systems (GIS), 
Engineering Support Unit (ESU), printing, and telecommunication services for the Oregon 
Health Plan and the Oregon Secretary of State’s Office. 
 

Oregon State Penitentiary 
Oregon State Penitentiary (OSP), Oregon’s first state prison, was originally located in 
Portland in 1851. It moved to a 26-acre site in Salem and enclosed by a 25 foot-tall 
reinforced concrete wall, in 1866. OSP is the state’s only maximum-security prison. 
 
The penitentiary accommodates up to 2,150 inmates. Housing for the general inmate 
population in the penitentiary is in large cell blocks, most inmates assigned to double cells. 
In addition to its general population housing, the penitentiary also has a disciplinary 
segregation unit, a special management unit, and an infirmary. 
 
The penitentiary’s 236, self-contained Special Management Unit includes three special 
housing units to include a Mental Health Infirmary, Mental Health Day Treatment, and 
Behavioral Unit to provide programs, housing, and control for male inmates who have 
serous mental health issues and are disruptive or pose a substantial threat to staff and other 
inmates.  This building also houses those inmates with a sentence of death. Executions, 
using lethal injection, are conducted at the penitentiary. 
 
Penitentiary inmates may work in Oregon Corrections Enterprises shops including a 
furniture factory, metal shop, upholstery shop, or the state’s third-largest commercial 
laundry. Several job skills training programs and comprehensive education programs are 
available. 
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The OSP Minimum Facility (OSPM) occupies the grounds formerly used by the Oregon 
Women’s Correctional Center, houses 176 minimum-custody female inmates. This self-
contained unit, managed by the Oregon State Penitentiary, provides support for other 
DOC facilities.  Also included within the facility is a 48 bed residential alcohol and drug 
treatment program.  

 
Powder River Correctional Facility 

Powder River opened in 1989 housing 286 adult male inmates. The facility operates a 
178-bed alternative incarceration addictions treatment program. Inmates are assigned to 
institution and/or community-based work programs and to the alternative incarceration 
addictions treatment program, which follows a strict regimen of work, education, 
treatment, physical exercise, service to the community and other program activities 16 
hours daily. Inmates are also assigned to perform institution-based and/or community-
based work projects for governmental, private sector, and non-profit organizations in 
Baker City and surrounding counties. In addition, inmates serve on fire crews in support of 
the Oregon Department of Forestry.  
 
Powder River serves as a transition/re-entry facility for selected minimum-security 
inmates preparing for transition from prison to community. 

 
Santiam Correctional Institution 

The Santiam Correctional Institution (SCI) is a minimum-security prison located in 
southeast Salem that accommodates 425 male inmates in four dormitories. The 
department has operated the building as a correctional institution since 1977. SCI houses 
men who are within six months of release. The prison emphasizes programs that enhance 
the inmates’ chances of successful re-entry into their communities. In addition to 
transitional programs, the prison’s work crews provide inmates with experience at state, 
county and city agencies, and other department facilities. 

 
Shutter Creek Correctional Institution 

Acquired from the Federal Government at no cost to Oregon taxpayers, this former Air 
National Guard radar station converted to a 230-bed minimum-security prison that opened 
in February 1990. Shutter Creek Correctional Institution (SCCI) consists of 56 acres and 
20 buildings surrounded by forestland and located near North Bend on the Oregon coast. 
 
The facility accommodates 100 general population male inmates who work on-site in the 
physical plant, warehouse, laundry, and kitchen areas and provide off-site public service in 
forests, parks, highways, and beaches. 
 
In additional 180 male and female inmates are participants in the Oregon SUMMIT 
Alternative Incarceration Program, implemented in March 1994. Offenders volunteer for 
the intensive cognitive-based program and if successful, they can reduce their prison term 
by 30 months or less. Inmates evaluated daily that fail to maintain adequate standards of 
progress return to general population. The Legislature authorized the program and 
sentence reduction in 1993. 
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Snake River Correctional Institution 
Snake River Correctional Institution (SRCI) is a multi-security facility that opened in 
August 1991. Although sited for 3,000 beds, in Phase I, only 576 medium-security and 72 
minimum-security beds were constructed. In 1995, the Oregon Legislative Assembly 
approved construction of the remaining 2,352 beds. 
 
The largest prison in Oregon, Snake River has 105 acres inside the perimeter and 23.4 
acres of buildings. SRCI has 2,336 medium-security beds, 154 minimum-security beds 
and 470 special-housing beds, (disciplinary segregation, intensive management, infirmary, 
administrative segregation and special management units). SRCI employs more than 900 
corrections professionals. 

 
South Fork Forest Camp 

South Fork Forest Camp (SFFC) stands alone in its unique mission and operation within 
the Department of Corrections. Established in 1951, following the catastrophic Tillamook 
Burn, the camp operates in partnership with the State Forestry Department. Inmates 
housed at SFFC perform numerous reforestation projects in the Tillamook Burn area and 
are screened, selected, trained and deployed to fight wild fires throughout the state. 
 
SFFC is located east of Tillamook and houses 200 minimum-security inmates. SFFC also 
operates an on-site salmon/steelhead rearing pond in cooperation with the Department of 
Fish and Wildlife. The prison’s boot shop saves taxpayers approximately $35,000 per year 
by repairing and recycling boots for the department. 

 
Two Rivers Correctional Institution 

Two Rivers Correctional Institution’s groundbreaking occurred on April 5, 1997. The 
institution was substantially complete on March 10, 2000. Operation of the housing units 
phased in between December 1999 and September 2001 for an inmate capacity of 1,632. 
In 2004, the addition of 180 beds brought the population up to 1,812. These include 32 
additional beds in minimum security, 30 single cells converted to double cells to add 60 
beds, and a dormitory unit created in Workforce Development adding 88 beds. 
 
TRCI, designated as an education/work facility for long-term inmates, focuses programs 
on GED and Adult Basic Education. 

 
Warner Creek Correctional Facility 

Warner Creek Correctional Facility (WCCF) is located north of Lakeview. WCCF is a 
400 bed minimum- security men’s facility, which opened in September 2005.  
 
All inmates housed at WCCF are scheduled for release within three years. Programs and 
work assignments are designed to facilitate successful reentry into Oregon communities. 
The facility employs an average of 110 correctional professionals. The facility includes 
areas for inmate housing, work and education programs, health services, food services, 
religious services, physical plant, warehouse and storage, vehicle maintenance, a laundry 
facility, recreational activities, administration and various other functions.   
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PRISON POPULATION MANAGEMENT PLAN 
Because of a rapidly growing inmate population, the state embarked on an ambitious prison 
construction and expansion program in 1995. The construction schedule is timed to meet the 
forecasted demand for beds. The Department of Administrative Services Office of Economic 
Analysis issues an Oregon Corrections Population Forecast every six months in April and 
October. DOC then uses these forecasts to update the Long-Range Construction Plan and 
population management plan for the biennium. 
 
The inmate population was 13,589 on July 1, 2008, having grown by .54 percent (73 beds) during 
Fiscal Year 2008. The July 1, 2009 population is expected to be 13,804, 1.8 percent (247) higher 
than July 1, 2008. Oregon’s prison population is expected to grow 4.3 percent (596 beds) in the 
following biennium (2009-11). The population is expected to reach 14,400 by July 1, 2011.  
 
Junction City will be the next site developed for a men’s prison. The institution will have a 525-
bed minimum facility and a 1,278-bed medium facility. The 2007 Legislature approved funding 
for partial design of the facility.   

 
  

http://www.oregon.gov/DOC/ADMIN/new_prison_community.shtml�
http://www.oregon.gov/DOC/ADMIN/new_prison_community.shtml�
http://www.oregon.gov/DOC/ADMIN/new_prison_community.shtml�
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The Oregon AccountabilityModel 

The Oregon Accountability Model encompasses the simultaneous, coordinated and efficient 
implementation of many Department of Corrections initiatives and projects that provide a 
foundation for inmates to lead successful lives upon release. 
 
The Oregon Accountability Model has six components. Each of these components stands on its own as a 
project or a part of the Corrections organization and culture. However, woven together these six separate 
components form a stronger fiber that strengthens the department’s ability to hold inmates/offenders 
accountable for their actions and DOC staff accountable for achieving the mission and vision of the 
department. 

 
Components of the Oregon Accountability Model 

 
Criminal Risk Factor Assessment and Case Planning: 

 
With the opening of the new intake center at Coffee Creek Correctional Facility in 
Wilsonville, the department implemented an enhanced assessment process. The outcome is a 
corrections plan for every inmate that is tracked throughout an inmate’s incarceration and 
supervision in the community. 
 
The corrections plan is based on mitigating seven criminal risk factors that research indicates 
predict future criminal behavior. The seven criminal risk factors are: 

 
• Associates 

• Substance Abuse 

• Community Functioning 

• Education and Employment 

• Emotional and Mental Health 

• Marital and Family Life 

• Attitudes 

The department provides targeted programs and services to mitigate these risk factors during 
incarceration and community supervision. When offenders transition successfully back into 
their communities there is less likelihood that they will commit new crimes. 
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Staff-Inmate Interactions: 
Correctional security practices such as classification, gang management, and housing assignments 
hold inmates accountable for their actions every day. They ensure that the prisons are safe, civil 
and productive. A key part of this component recognizes that staff interactions with inmates help 
shape positive behavior. The department encourages staff to influence inmates’ behavior, 
acknowledge positive change and provide incentives to inmates to change their behavior. 
 

Work and Programs: 
To prepare an inmate for living in the community upon release, the Department of Corrections uses 
the assessments performed at intake to create a corrections plan for each inmate. The plan specifies 
the correctional programs the inmate should complete before release to best mitigate his identified 
risks. 
 
Meaningful work is known to contribute to the success of offenders upon release. Many 
correctional programs contribute to inmates’ preparedness for work (education, treatment) and 
others teach inmates the skills they need to gain employment and succeed in the workplace. Most 
Oregon state inmates have a job while incarcerated to give them on-the-job experience. 
 

Children and Families: 
The department encourages productive relationships between families and inmates to strengthen 
ties and increase the likelihood of success upon release. The period of a parent’s incarceration 
provides an excellent opportunity for positive intervention with families at risk. 
 
The department has a strong interest in the children of incarcerated parents because they are five to 
six times more likely to be incarcerated than are their peers. The department leads a statewide 
partnership called The Children of Incarcerated Parents Project that has the best interests of 
children in mind. Project initiatives to date provide inmates with tools for successful parenting and 
allows opportunities for inmates to practice those pro-social behaviors. Three strategies initially 
identified are: parent education classes for inmates, a therapeutic child-centered facility serving 
children of female inmates, and examination of current rules and practices including visiting, mail 
and phones. 
 

Reentry: 
The department is involved in a statewide project that focuses on transition — a seamless 
movement of offenders from the community to incarceration to community supervision. The 
project would limit duplication of services and increase effective and efficient use of partnerships. 
Seven of the department’s prisons have been identified as reentry facilities. These prisons are 
strategically located to encourage reach-in by the community. Connections with the community 
before release are important factors in offenders’ successes on the outside, and may include work, 
treatment religion, and housing. Reentry prisons will be geared to preparing inmates for release 
during their last six months of incarceration. 
 

Community Supervision and Programs: 
There are more than 30,000 offenders on probation or post-prison supervision in Oregon 
communities. The department continually works in partnership with each county to develop, 
deliver and administer best practices regarding supervision, sanctions and programs for offenders 
and their families in the communities. The goal is to reduce the odds that these offenders will 
commit new crimes. 
 
The ultimate goal of the Oregon Accountability Model is to improve public safety. The model ties 
together many concurrent and interrelated efforts of the department and its partners into a cohesive 
strategy to reduce recidivism and influence inmates into becoming productive citizens. 
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Office of Public Affairs, Oregon Department of Corrections 
2575 Center Street, Salem, OR 97301-4667 

(503)945-0925 
http://www.doc.state.or.us 

 
 
 
 
 
 
Agency Director: 
Max Williams 
2575 Center St NE 
Salem, OR 97301 
503 945-0927 
 
Governor’s Policy Advisor: 
Joseph O’Leary 
503 378-8636 
 
Workforce Planning and Affirmative Action Manager: 
Bob Koreski 
503 934-1063 
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Section II.  
Affirmative Action Plan and 
Affimative Action Policy Statement 

 
 
The following sections fall under this Chapter of the Affirmative Action Plan: 
 
 
 
Affirmative Action Policy Statement 
 
Training, Education and Development Plan 
 Contractors 
 Volunteers 
 
Programs 
 
Update: Executive Order 08-18 
 Cultural Competency Assessment and Implementation Services 
 Statewide Exit Interview Survey 
 Performance Evaluation of all Management Personnel 
 
Status of Contracts to Minority Businesses  
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Theodore R. Kulongoski, 
 

 
 

DATE:  August 24, 2010 
 
TO:  Department of Corrections Employees, Applicants, Contractors, and Vendors 
 
FROM: Max Williams, Director 

  Mitch Morrow, Deputy Director 
 
SUBJECT: 2011-2013 AFFIRMATIVE ACTION PLAN – Policy Statement 
 
One of the Department of Corrections’ core values is: “We value respecting others.”  As a part 
of our mission we have a Code of Ethics that states: “As an employee, volunteer or contract 
service provider of the Oregon Department of Corrections, I will value and maintain the 
highest ideals of professional and compassionate public service by respecting the dignity, 
cultural diversity and human rights of all persons, and protecting the safety and welfare of the 
public.”  To this end, the department is committed to creating a work environment that is 
positive, productive, and free from harassment and discrimination.  All employees share in 
this responsibility. 
 
Managers and employees are accountable for creating and promoting a work environment that 
is free from any kind of hostility or unwelcome behavior.  These principles also apply to our 
dealing with contractors, volunteers, victims, vendors and the public.  We expect managers to 
participate and encourage others to participate in the agency’s activities designed to promote 
affirmative action.  Each manager and supervisor’s effectiveness in promoting the Department 
of Corrections’ affirmative action goals and objectives will be a part of their annual 
performance evaluation. 
 
The Department of Corrections employs a diverse workforce that reflects the diversity found 
through out the state.  Our ability to model diversity is dependent on our ability to attract 
individuals with a diverse background who are committed to the mission and vision of the 
agency.  Individual success depends on our collective practice or recognizing and respecting 
the value of human differences.  To reach this level of success, every effort will be made to 
reach out to the broadest-possible labor market.  In addition to proactive recruiting efforts, the 
quality of the work environment is an important part in maintaining a diverse workforce.  
Equal employment opportunity covers all employment practices, including but not limited to, 
recruitment, hiring, promotion, transfer, reassignment, training, benefits and separation. 
 
We believe that everyone at corrections is a vital part of promoting and achieving diversity in 
the workplace.  As employees, we are committed to ensuring equal employment opportunity 
for all employees and applicants for employment regardless of their race, religion, color, sex, 

 

    Oregon Department of Corrections 
 

Office of the Director 
2575 Center Street NE 
Salem, OR 97301-4667 

(503) 945-0920 
FAX (503) 373-1173 
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national origin, age, political opinion or affiliation, marital status, or disability.  Success in 
achieving these goals will aid the department in its vision or “…A diverse, skilled workforce 
which shares the responsibility for outcomes across organizational boundaries.” 
 
In support of these commitments, please reference Department of Corrections’ policies: 

• Equal Employment Opportunity and Affirmative Action (20.4.1) 
• ADA and Reasonable Accommodation (20.5.16) 
• Promotion and Maintenance of a Respectful Workplace (20.6.1) 
• Code of Ethics (20.1.2) 

 
Department of Corrections Policy 20.6.1 Promotion and Maintenance of a Respectful 
Workplace provides the process for, reporting, investigating, and resolving employee 
complaints of discrimination and harassment.  Please find Department of Corrections Policy 
20.6.1 on the following pages in reference to the complaint process. 
 
To ensure the Affirmative Action Plan is disseminated to all Department of Corrections 
employees, volunteers, applicants, contractors, and vendors the Agency will post the 
Affirmative Action Plan on the DOC public website and hardcopies will be provided to each 
Department of Corrections correctional facility, the office of the Director, and the Assistant 
Directors. The Affirmative Action Policy statement will be posted throughout the Agency on 
employee bulletin boards. 
 
Further questions related to the Affirmative Action Policy Statement or the Affirmative Action 
Plan should be directed to: Bob Koreski 
 Workforce Planning and Affirmative Action Officer 
 Oregon Department of Corrections 
 1793 13th Street SE 
 Salem, OR 97302 
 503 934-1063 
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Affirmative Action Policy Statement 
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Training, Education and Development 

 
Due to the current budget limitation training in the Agency has been curtailed to 
mandatory training.  The Department of Corrections Professional Development Unit is 
developing training alternatives that will still meet the needs of the organization without 
cost.  Through WebEx, computer based training, and mini trainings.  
 

New Employee Orientation (ongoing) 
The department offers a 40-hour New Employee Orientation (NEO) program to all 
employees new to the department, prior employees who have been away from the 
department for two years or more, and full-time contractors. The NEO program is 
designed to provide new employees base-line information on the mission, vision, values, 
concepts, principles, policies and rules of the agency, focusing on the Oregon 
Accountability Model. Selected functional units, such as Inmate Workforce Development, 
Security Threat Group Managers, and Emergency Response Managers provide 
information pertaining to their responsibilities. Skill-based training such as CPR and First 
Aid is also included. Newly hired staff are expected to successfully complete the NEO 
program within their trial service period. Additionally, custody series staff are expected to 
complete the DOC NEO before attending the Department of Public Safety Standards and 
Training (DPSST) Basic Corrections Academy 
 

Annual In-Service (limited to 8 hours) 
Each annual 40-hour training program is designed to meet the training requirements for 
both custody and non-custody employees and contractors. The programs design is based 
on employee surveys, focus group results, outside regulatory agency requirements, and 
training need assessments, and the program’s design and presentation is intended to 
further the department’s mission and goals while strengthening teamwork and 
communication among and between staff and functional units. 
 

Preparation for Supervision (suspended) 
This 32-hour National Institute of Corrections course effectively serves as an introduction 
to supervisory concepts and is designed for those staff who might be seen as or who want 
to be considered for the next generation of department management. 
 

Management In-Service (suspended) 
Each year a variety of subjects are delivered which are specific to the needs and duties of 
department management employees. This 16-hour intensively interactive course provides 
participants with a standard set of knowledge and skills focusing on leadership and 
decision-making, communication, management of security, legal issues, ethics, and 
personnel procedures. 
 

Contractor Orientation (ongoing) 
This one-day program, specifically designed for the part-time contractor (less than 20 
hours per week), provides the information needed for them to work within the department 
in a manner that is both safe and constructive for the worker, the inmates, and other staff 
with whom they will have contact. The program includes presentations on work-place 
safety, professional conduct, working with inmates, including special-need inmates, and 
institution security practices and protocols. 
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Director’s Academy (suspended) 

The Director’s Academy is a one-week long training for management service employees. 
The agency Executive Management Team, including the director, deputy director, and 
assistant directors, are the presenters of these leadership classes.  
 

Leadership Training and Succession Planning (ongoing) 
 

Staff Development and Leadership Work Plan (LWP) 
At the start of each new performance evaluation cycle, all ODOC managers/supervisors 
meet with their subordinate staff for a performance evaluation and review of the past year, 
and develop new goals and objectives for the coming year. The LWP can be integrated 
into that cycle or can be customized for each staff member at a mutually agreed upon time 
during the year. 
 
The purpose of this work plan is two-fold: 
 
To further career growth. ODOC is committed to helping each employee reach his/her 
full potential. Exploring and discussing career aspirations and goals with subordinates is 
part of a supervisors job, but should also come at the behest of any member of the DOC 
staff interested in career development. 
 
For succession planning purposes. ODOC is committed to preparing staff for future 
appointments to key positions in the department by offering appropriate training and 
development activities. If the employee is in a career path, or interested in future 
appointment to one of the departments key positions, he/she should be advised about the 
type of knowledge, skills, abilities and leadership qualities management will be looking 
for in the candidate field. The training and activities should relate to helping the candidate 
master those requirements in an effort to become as competitive as possible for those 
future leadership opportunities.  
 
A set of leadership qualities each candidate should possess in order to be successful for 
key positions follows. Not every target group contains key positions, but all are valid 
career paths. 
 

Leadership Qualities  
1.  A Leader is Creative and Resourceful  

• Sees beyond the current state of affairs. 
• Develops new responses to situations.  
• Identifies and applies useful and unique approaches and solutions to problems 

even when they are presented from other sources.  
• Explores innovative solutions, including seeking new and/or improved ways to 

serve the needs of the department’s increasingly diverse inmate population, staff 
and community.  

 
2.  A Leader is Tolerant of Ambiguity and Change 

• Deals with unresolved situations, frequent change, delays or unexpected events 
calmly and with clear reasoning.  
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• Maintains a mature, problem-solving approach while dealing with conflicting 
priorities, interpersonal conflict, positional differences, hostility, hazardous 
conditions or time demands.  

• Perseveres with an appropriate course of action, despite obstacles and resistance.  
• Responds in a consistent and stable manner during a crisis.  

 
3.  A Leader Possesses Self Discipline and Credibility 

• Demonstrates ethical standards, credibility and integrity that exemplify the 
mission, vision and values of the department.  

• Fosters a respectful, healthy workplace environment.  
• Possesses a high degree of self-control and direction.  
• Operates in a manner that effectively represents the department’s policies and 

priorities.  
• Follows through with projects and initiatives to ensure their successful completion.  

 
4.  A Leader Understands the Political Environment 

• Works in a way that is mindful of the political dynamics of state/local government 
and communities.  

• Understands intra- and inter-agency dynamics and how they affect one another.  
• Understands that politics influences outcomes and strategically uses or defuses 

that energy.  
• Responds to political mandates and legislative inquiries/initiatives.  
• Uses political savvy and influence consistent with the policies and priorities of the 

department.  
 
5.  A Leader Demonstrates Systems Thinking 

• Understands that organizations are interdependent and that change to one area of 
the organization could affect operations in other areas.  

• Thinks in terms of each element as part of a complex system.  
• Understands the Oregon Accountability Model, both as a philosophical abstract 

and as a conceptual framework from which to begin the process of fundamentally 
changing inmate behavior.  

• Uses their knowledge in problem solving, planning and change.  
 
6.  A Leader Navigates Within the Organization 

• Uses information about the organizational climate and key individuals to 
accomplish organizational goals.  

• Recognizes the importance of stakeholders, timing, and group dynamic processes 
in influencing decisions.  

• Identifies support and resistance.  
• Adjusts strategies to fit the organizational climate.  
• Understands the cyclical nature of government and the functions within it. 

 
7.  A Leader Takes Risks  

• Knows when and how to question the status quo.  
• Listens to diverse ideas and viewpoints.  
• Makes strategic and thoughtful evaluations.  
• Has the courage to take calculated risks and accept and deal with the outcomes.  
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• Encourages and rewards informed risk-taking in others.  
• Learns from both success and failure.  

 
8.  A Leader Recognizes and Develops Staff Potential 

• Understands the value of communication and places a high priority on developing 
professional relationships with staff, labor organizations, inmates, and the 
community.  

• Makes a personal commitment to career development activities that ensure 
leadership succession.  

• Understands the value of diversity in the workplace, recruits the best talent, and 
maximizes agency performance by using those diverse talents.  

• Supports employees in reaching their maximum potential while holding them 
accountable for the department’s mission and values.  

• Sets an example by applying the OAM principles of role modeling, reinforcing 
and redirecting.  

 
9.  A Leader Possesses Expertise in Correctional Programs and Fiscal Management 

• Has a working knowledge of programs provided by the department and is able to 
use this knowledge effectively and make it understandable to others.  

• Effectively communicates knowledge of the department’s programs and financial 
policies.  

• Possesses sufficient financial expertise to manage institution or program budgets 
and adapt to budgetary changes and other challenges.  

• Conducts a rigorous evaluation of fiscal resources, selects the most effective 
option, and makes difficult funding decisions.  

• These qualities have been identified for all key positions. If an employee wants to 
be a candidate for a key position, he/she needs to participate in training and 
development activities that concentrate in those areas. Working with their 
supervisor, they should agree on activities that will help them gain experience and 
knowledge in that area. 

• Any of the following activities or combinations is possible. Supervisors and 
employees may decide on other equally effective activities. 

• Formal training courses provided by vendors off-site  
• Formal training courses provided by vendors or training staff in-house  
• On-the-job training  
• Special assignments  
• Assignments to task forces or workgroups  
• Customized individual coaching and/or mentoring  
• Pairing with an experienced worker  
• Job rotation  
• Job shadowing  
• Loaned executive programs to other agencies  
• Computer-assisted training  
• Seminars or lunch time training sessions given by supervisor or division staff  
• Obtaining advanced degrees or taking college courses  



DEPARTMENT OF CORRECTIONS -  AAFFFFIIRRMMAATTIIVVEE  AACCTTIIOONN  PPLLAANN  22001111  --  22001133  BBIIEENNNNIIUUMM  
  

PAGE | II-29 

• Activities must also necessarily be limited to available resources. However, 
creativity and resourcefulness should be used to ensure those activities that can be 
achieved are pursued. 

 
Volunteers 
There are currently about 2100 active volunteers who come in regularly to provide service 
to the incarcerated.  They come from every race, socio-economic background, 
religious/spiritual tradition, educational background, marital status, sexual orientation and 
culture.  Men and women are almost equally represented as volunteers.  Their common 
bond is the desire to make a difference.   

By Ethnicity

Caucasian
84%

African 
American

5%

Hispanic
7%

Asian
1%

Native American
3%

Who are the Volunteers?

 
 
Each volunteer is required to complete a self-paced training module and four hours of 
classroom training. The training emphasis the need to treat everyone with respect and to 
treat all inmates the same.  Religious volunteers are taught that they may not discuss any 
religious/spiritual tradition but their own.  They must refer questions about another 
tradition to a volunteer from that tradition.  Volunteers are made aware that there is a 
prison culture and how to be effective within that culture. 
 
Quarterly, we publish a Volunteer Newsletter.  The purpose of the newsletter is to 
continue training through targeted articles.  The last issue in 2007 featured an article 
written by the wife of a Hispanic inmate in which she talked about the effects of 
incarceration on her and her children.  The 1st Quarter 2008 newsletter dealt with mental 
illness in our inmate population.  The third quarter newsletter presents the issue of children 
of incarcerated parents.   
  
It is the goal of the volunteer program to recruit volunteers who best meet the needs of the 
incarcerated without respect to race, gender, culture, sexual orientation or 
religious/spiritual background.  It is also our goal to promote understanding and tolerance. 
 

Programs 
 
Recruitment Programs 

Interview Panels   Managers and selecting officials will make every reasonable effort to 
ensure that interview panels are diverse. The department will ensure both hiring and 
promotion panels, where practical, have membership composed of racial/ethnic and 
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gender diversity. In order to maintain some neutrality for hiring and promotions to 
management and executive level positions, the panel should include at least one member 
from outside the functional unit where the vacancy exists. The department provides a 
Supervisor’s Recruitment Guide for hiring managers that delineates the appropriate 
process for selecting and setting up interview panels. 
 
Newspaper Advertisements   In an effort to reach a broad range of job applicants, staff in 
Human Resources Recruitment and Background Investigations may place ads for vacant 
positions in major local newspapers within the state such as The Oregonian, The 
Statesman Journal, The East Oregonian, The Eugene Register Guard, The Hermiston 
Herald, the Argus Observer, Malheur Enterprise, Baker City Herald, The Record Courier, 
La Grande Observer, and the Democrat Herald, just to name a few. Newspapers designed 
to reach all populations will be used. These publications include EL Hispanic News and 
the Goal Latino for Hispanics; The Asian Reporter for Asians; The Skanner and The 
Portland Observer for African Americans. Provided there are sufficient funds, national 
papers published by minority organizations, such as EOE Journal and Affirmative Action 
Register, may be used as well. Note: Advertisements will be placed when economically 
feasible. 
 
Online  The department will use on-line web sites such as SHRM, Salem News, Craig’s 
List and Monster.com to broaden the range of job applicants. 
 
Job Information Fairs  The department will participate, when financial and staffing 
resources permit, in a multitude of job fairs held around the state focusing on women, 
people of color, and people with disabilities.  
 
College/University Career Days   Employees of the department will attend college and 
university career days and job recruitment functions, as staffing and finances allow. Each 
institution will make staff available to attend career days held at community colleges and 
universities located in their geographical area of the state. Recruitment and Career 
Services staff has visited with various schools throughout the state. 
 
The department School-to-Work Coordinator coordinates the agencies participation in the 
School-to-Work week in April that invites students to accompany their parents to work.  
There is participation throughout the department in providing student with career 
exploration activities. 
 
Slide Show   The department has developed a new slide show showing staff working in 
some of the primary institutions and in the administration. The slide show is an 
information tool for showing at career days and job fairs. 
 
Policies  The Human Resources staff will ensure that the department's formal, written 
procedures on selection includes statements to the effect that appointing officials are to 
seriously consider gender and ethnic status in hiring and promotion decisions where 
positions exist which are seriously under-represented and the affirmative action goal in 
this plan has identified this particular job group. 
 
Vacancy Type and Order  Where affirmative action goals have been established for the 
particular classification and representation remains clearly below parity standards, the first 
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priority when considering the type of application to develop, is open competitive. The 
second would be for advertising the position as a statewide vacancy. Managers should 
justify reasons to open announcements that are limited to agency promotions. There are a 
considerable number of potential applicants in the state labor force with work experience 
in public safety occupations. The diversity of candidates will be increased considerably by 
opening up the majority of announcements to job applicants in the public arena. 
 
Applicants with Disabilities   Job applicants with severe disabilities work with a Job 
Match Coordinator at the Department of Administrative Services, or a Vocational 
Counselor to learn of job openings through the H.I.R.E. Program. The H.I.R.E. Program 
maintains a database of qualified applicants with disabilities and provides it monthly to 
agencies for their consideration. The department has facilitated numerous referrals from 
the H.I.R.E. Program. Recruitment staff meets with Vocational Rehabilitation Counselors 
regularly to discuss department openings. Additionally, the Recruitment and Career 
Services staff provides informational interviews to applicants with disabilities interested in 
qualifying for department career opportunities. 
 
SB 822 Veteran’s Points  SB 822 established the manner in which state agencies provide 
preference to qualifying veterans or disabled veterans in scored or un-scored employment 
application processes. (ORS 408.225-235) 
 
In order to be in compliance of SB 822 both the recruitment unit and the hiring mangers 
have responsibilities.   
 
Recruitment Unit: 
In the initial application screening, the recruitment unit determines if applicants are 
eligible for veterans or disabled veterans preference points. Eligible veterans will have the 
appropriate points designated upon the certification list you receive. 
 
Hiring Manager: 
Hiring Managers review their certification lists to determine who they will be 
interviewing.  
 
In a scored screening, the Veterans points must be taken into consideration when 
determining where to cut off the certification list. 
 
In a non-scored screening, all Veterans are interviewed. 
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Community Organization Outreach   The department will maintain a list of minority and 
women's organizations around the State. For vacant positions showing a serious under-
representation of women or minorities, the Recruitment and Career Services Unit will mail 
job announcements to appropriate community organizations, if they are not getting state 
vacancy lists or announcements from HRSD, recruitment. 
 
Contact with organizations representing the special interests of people of color will be 
maintained by having staff from the department attend group meetings and conferences. In 
addition, the intent is to have senior staff represented at key, influential and large statewide 
organization conferences which address minority community and employment issues. 
Staff will pursue the opportunity to meet personally with officials representing minority 
organizations. 
 

Training Programs 
The Department spends a considerable amount of resources on staff training. In making 
decisions as to who will attend training other than mandatory DOC training, women, 
people of color and/or people with disabilities will be considered if that career field is 
clearly under-represented by members of protected classes or if it will enhance the 
prospects for career advancement and if it provides the Department with an employee 
developing a needed job skill. 
 
Leadership/Supervisor Training: The Department has developed a Director’s Academy 
leadership training program and is developing a new supervisor training program to be 
called Management Basic Training. Topics to be covered in the new supervisor training 
will include affirmative action, diversity, and ADA issues. The leadership training 
program covers a broad range of subject matter and includes a focus on interpersonal 
relationships and valuing others.  An online resource titled the Human Resource Quick 
Reference Guides speaks to the topics of Cultural Competency as well as provides links to 
both the Department’s AAP and the State of Oregon AAP, and will be published in 2009. 
  
In-Service Training: Annual in-service training includes a segment on valuing others. 
 
DOC Strategic Initiative-Cultural Competency: The Department has identified Cultural 
Competency as a Strategic Initiative.  A work group has been formed to further promote 
the work of the AAP.  A major part of this work group’s plan in promoting Cultural 
Competency is a strong training effort. 
 

Work Environment Programs 
The department will continue to develop ways to maintain a positive and supportive work 
environment to benefit all employees and the department relative to equal employment 
opportunity, affirmative action and cultural diversity. 
 
Emphasis will be placed on the importance of the department's Promotion and 
Maintenance of a Respectful Workplace policy, which prohibits harassment and 
discrimination in the workplace. 
 
Exit interviews   In order to determine if there are problems, patterns, or trends affecting 
women or minorities in a disparate manner, an exit interview process has been 
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implemented. The results of these exit questionnaires will be reviewed by the Recruitment 
and Career Services Administrator and will be reported to the Executive Management 
Team members and functional unit managers as needed. 
 

Other Programs 
Reports   The department's Affirmative Action Officer will review affirmative action goals 
and the progress of the entire department, on a quarterly basis. This person will develop 
and distribute to managers a report based on the DAS Affirmative Action Progress Report, 
summarizing workforce statistics, on a semi-annual basis. 
 
Correctional Officer Hiring Trends   Since correctional officer hiring represents the largest 
volume, entry level position in the department, a study has been implemented to track 
selection trends. The test criteria were reviewed to determine if inequities or bias exists for 
members of protected classes. Data gathered provides numbers and percentage of women 
and people of color who apply, the numbers which failed the entrance exam, the number 
interviewed, the numbers and percentage of women and people of color who failed the 
interview, the pass/fail rate for background checks and the pass/fail rates of physicals. The 
numbers and percentage of women and minorities who were hired will also be 
determined. If there is sufficient data and enough staff time, a follow-up study will be 
done to determine how many of these hires completed trial service as a correctional 
officer. This study will follow the "Uniform Guidelines on Employee Selection 
Procedures" of the Equal Employment Opportunity Commission (29 CFR 1607). 
 
Position Descriptions   As position descriptions are written and/or revisions made, 
conditions which might limit or restrict people with disabilities from consideration will 
either be eliminated or will be clearly justified on the basis of essential duties and basic 
requirements of the job. Only where there are bona fide requirements should duties be 
identified which might limit people with disabilities from consideration. Human resources 
analysts, classification and recruitment staff are to work closely with managers and 
supervisors to ensure that position descriptions are not inadvertently biased against people 
with disabilities. Position descriptions of all managers in the department will include 
affirmative action language.  
 
Bilingual Pay Differential   The department will continue to utilize certain staff members 
to provide language skills for communication and translation purposes. The position 
description must clearly specify this duty in order to receive pay differential. 
 
Additional staff members need to be identified who have these skills and who can provide 
translation services. Since a large portion of the inmate population speaks Spanish and 
languages other than English, there are important safety and security reasons to expand the 
number of staff members who can exercise these special skills. In the future, the 
department will consider ways in which specific positions are identified for which 
language skills are a job requirement, so they can be used for target recruiting and 
advertising. 
 
Special Observances   Functional unit managers are encouraged to address cultural 
diversity awareness issues through topics at staff meetings, planning special observances 
in recognition of minorities, encouraging staff participation in special events in the 
community related to minority heritage and in special training sessions. The emphasis will 
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be placed on resolving problems, combating stereotypes and highlighting the advantages 
of cultural diversity. 
 
The types of observances include, but are not limited to:  Women's Equality Day, Martin 
Luther King Jr. birthday (January), Cinco de Mayo (May), Native American Indian 
Heritage Month (September), Women's History Month (March), Black History Month 
(February), Asian Heritage Month (April or September), Disabilities Month (October), 
and National American Indian Heritage Month (November). 
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Update: Executive Order 08-18 

 
Reference Governor’s Executive Order 05-01 Affirmative Action, and Executive Order 08-18.  

 
“Cultural Competency Assessment and Training is a proactive management strategy within a 
program of Affirmative Action that is designed to reduce discriminatory behaviors and 
practices that may exist; and  
 
The State of Oregon, by and through the agencies, boards and commissions of the Executive 
Branch, values the principles of equal employment opportunities, affirmative action and 
diversity and should proactively lead the State on issues of equality and diversity and on the 
promotion of Affirmative Action. 
 
The Director of Affirmative Action shall provide to all state agencies a list of approved firms 
that provide Cultural Competency Assessment and Training. The services of these firms are 
intended to enable state agencies to address the following objectives:   

• The creation of a climate of increased cultural awareness; 
• An ability to appropriately identify and respond to cultural and language barriers; 
• A common understanding of how all members of the organization should be 

valued and respected; 
• Promotion of managerial skills among diverse populations of employees; 
• An understanding of the roles of employers and employees in creating a 

welcoming environment; and 
• The improvement of employee morale.” 

  
Status 

 
Technological advances now connect the world’s peoples in unsurpassed methods and 
numbers. Those advances have contributed to Oregon’s labor pool diversity and our on-going 
need to recruit and retain a skilled workforce.  Accordingly, it is imperative that we maintain a 
culturally competent organization. The demographics of today’s workforce continue to change 
as do the demographics of our inmate population. To maintain a viable workforce that 
interacts with each other, the public and the inmate population in a culturally healthy fashion, 
the Department of Corrections must embrace the competitive edge found in employees with 
diverse skills, perspectives and backgrounds. 
 
During the 2009-2011 biennium, the Department’s Director assigned a manager to create a 
cultural awareness and diversity program within the department.  The Cultural Awareness & 
Diversity Manager reports directly to the Director/Deputy Director and works closely with the 
Human Resources Division to coordinate and respond to affirmative action, cultural 
awareness and diversity issues.  

 
Methods and Findings 

The Department first created the Cultural Competence Project in 2007 with the 
purpose of creating a department-wide, sustainable Cultural Competency Program.   A 
moderate amount of difficulty was encountered when attempting to define what 
cultural competence should mean within the Department of Corrections and how it 
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should look within the framework of a statewide program.  The creation of the 
Cultural Awareness & Diversity Manager position helped bring focus to the area.  The 
Cultural Competence Project was renamed the Cultural Awareness Project and 
members have identified several ideas and recommendations for the statewide 
program.  Members have also attended the mandatory 8 hour Cultural Competence 
training conducted by the Department of Human Services in order to broaden their 
understanding of the issues, tools and resources that accompany organizational 
management. 

 
Evaluation of the current organization state 
The state of the Department as it relates to diversity and cultural competency is still 
very complex. The economic downturn and budget constraints have curtailed 
expenditures in all areas and challenged the Agency to accomplish more with less. 
 
In 2002, the department created and distributed a cultural awareness survey to help 
assess the status of the department related to cultural awareness and diversity.  
Unfortunately there was no one available to interpret the data and finalize a report for 
review and consideration.  In 2009, the department was able to prioritize the survey 
results and create a report establishing a baseline.  A second survey was distributed 
electronically and in paper format in July 2010 and the subsequent data will be 
reviewed by the Project Team to analyze the department’s status and make specific 
recommendations around training, recruitment, and conflict-resolution. 
 
Also in 2009, one of the eastern prisons, Two Rivers Correctional Institution (TRCI) 
was selected to receive a National Institute of Corrections (NIC) technical assistance 
grant around cultural awareness.  This lead to several NIC sponsored consultants 
spending time at the prison, interviewing all levels of staff, evaluating processes and 
procedures, and making recommendations for future training and assessment.  Two of 
the NIC Consultants are scheduled to return sometime in the latter half of 2010 to 
assist in completing training of Captains and Lieutenants and to draft a curriculum for 
training of all TRCI staff. 
 
TRCI was again the beneficiary of some special training opportunities when the 
Department hired an outside consultant, Miguel Valenciano, to conduct three days of 
cultural awareness training with 30 staff in each of the three classes.  Of the 90 
participants, approximately 2/3 were managers and the other 1/3 were volunteer staff 
representing all facets of the prison organization.  Evaluations were very positive 
although the institution has continued to face some challenges in the area of workplace 
respect and discrimination.  
 
Staff from the Professional Development Unit of the Department has built a 
curriculum around gender discrimination and inclusion for management staff at the 
Deer ridge Correctional Institution.  The class was very well accepted. 
 
Other accomplishments include copying and distributing the 2009–2011 Biennium 
Affirmative Action Plan to all superintendents and functional unit managers within the 
Department of Corrections, placing the Plan on the website, a message to DOC staff 
about the availability of the Plan, and an article shared with DOC volunteers in the 
Volunteer newsletter.  
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Definition of the Desired Organization State 
Definitions of cultural competency are numerous and varied with the majority 
focusing on cultural competency as a process versus a state of being. After a deliberate 
change from “Cultural Competence” to “Cultural Awareness”, the Cultural Awareness 
Project Team drafted a definition of cultural awareness for inclusion in the strategic 
plan: 
 
Cultural awareness is an understanding and respect for each individual’s unique 
cultural history in ways that foster and promote ongoing personal growth. 
 
By recognizing and adjusting behavior to be respectful of each person’s cultural 
norms and differences, we will increase the effectiveness of communication and 
the quality of service, thereby producing better outcomes. 

 
Recommendations 
The Cultural Awareness Project Team meets monthly and is very close to completing 
a Strategic Plan that will be forwarded to the Department’s Policy Group for approval 
and implementation.  Recommendations to date include: 

• Definition of cultural awareness for the Department (as noted above). 
• Develop a statewide Cultural Inclusion & Awareness Council comprised of 

high-level Department employees and labor leadership.  
o Incident review – look for trends; 
o Initiatives from functional units; 
o Make recommendations for training, programming, policy review, 

revision and addition; guest speakers, events planning, and; 
recruitment & retention review and recommendations. 

o Receive updates from worksite committees. 
•  Require that each functional unit establish a Workplace Cultural Inclusion & 

Awareness Committee.  Members would be selected by the functional unit 
manager based upon: 

o Employees in good standing; 
o Demonstrated aptitude and/or willingness to promote 

inclusiveness or problem solving in the workplace; 
o Reflective of the demographics of the workforce; 
o Each workplace committee to be comprised of 3-11 members; 
o Recommend that membership be comprised of: 

 Managers 
 Represented staff 
 Labor   

• Creation of a webpage on the Department’s website. 
• Training of selected individuals throughout the state who could function as 

“peer support” when an employee is having difficulties in this area. 
 
These recommendations may or may not be approved through the DOC Policy Group, 
or may go through several evolutions.  It is certain, however, that there will be some 
progress made around cultural awareness and diversity as two institutions have 
already requested assistance in establishing a Workplace Inclusion & Awareness 
Committee.  Additionally, while the Department has cancelled all but required 



DEPARTMENT OF CORRECTIONS -  AAFFFFIIRRMMAATTIIVVEE  AACCTTIIOONN  PPLLAANN  22001111  --  22001133  BBIIEENNNNIIUUMM  
  

PAGE | II-38 

security training for 2011, it is still possible DOC staff may be able to build a small 
computer-based curriculum and make it voluntary for staff participation. 

 
 

Exit interviews   In order to determine if there are problems, patterns, or trends affecting women 
or minorities in a disparate manner, the Department of Corrections uses the statewide exit 
interview survey administered by the Department of Administrative Services.  
 
The results of these exit surveys will be requested quarterly and reviewed for patterns of disparate 
treatment by the Agency Affirmative Action Officer. The results of that review will be presented 
to the Human Resource Executive team and if patterns of disparate treatment are identified 
appropriate action will be taken with the specific management team. In the case of patterns of 
positive comments those findings will be shared with other Divisional Management teams to be 
implemented agency wide.  These results will also be presented to the Agency Director and the 
other members of the Policy Group team in conjunction with the quarterly affirmative action 
statistics.   
 
Performance Evaluation of all Management Personnel  In 2005 all management service 
position descriptions were audited to ensure diversity language was a criteria for evaluation 
annually.  All management service employees continue to have diversity activities evaluated 
annually. 
 
In 2009 management service performance evaluation training is being delivered with affirmative 
action, diversity, cultural competency performance and documentation being a key aspect of the 
training.  
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Status of Contracts to Minority Businesses  
(ORS 659A.015) 

 
ORS 659A.015  Affirmative action reports to include information on contracts to 
minority businesses. In carrying out the policy of affirmative action, every state agency shall 
include in its affirmative action reports under ORS 659A.012 information concerning its 
awards of construction, service and personal service contracts awarded to minority businesses.  

 
 

 The Oregon Department of Corrections (ODOC) Purchasing and Contracts complies with 
all rules and policies pertaining to contracts and agreements with qualified Minority, 
Women, and Emerging Small Business (MWESB) businesses. The agency Purchasing 
and Contracts Unit use the Department of Administrative Services, Oregon State 
Procurement Information Network (ORPIN) system to look for potential vendors and 
adhere to the appropriate rules. All ODOC contracts and agreements are listed on ORPIN.  
 

 Currently the Department of Corrections as of June 30, 2010, be it Goods and 
Commodities, Trade Services, Personal Services, A and E or Public Works/Public 
Improvement, has awarded the following to Minority Owned Businesses: 

 
MVM Consulting Services Miguel Valenciano   total was $2,000.00 
 
Harris Work Systems      total was $7,400.00 
 

In addition to these contracts the Department of Corrections was a monetary contributor to the 
2009 Annual Diversity Conference. 
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Section III.  
Roles for Implementation of Plan 

 
Responsibilities and Accountabilities 

 
The success of the Affirmative Action Program depends upon commitment and leadership 
of employees at all levels of the organization. 
 

Director 
The director has committed the department to a policy of equal employment opportunity 
and maintains an active interest in the attainment of affirmative action goals and objectives. 
The director has overall responsibility to: 
 

• Implement the policy and Affirmative Action Plan. 

• Monitor progress toward meeting Affirmative Action Plan goals and objectives. 

• Ensure compliance with all applicable federal and state laws, rules, and regulations. 

• Ensure division administrators understand they are responsible for participating in 
and promoting affirmative action activities and for communicating this same 
responsibility to their subordinate managers and supervisors. The effectiveness of 
managers and supervisors in promoting the affirmative action activities, goals, and 
objectives for DOC will be included in the annual performance appraisals. ORS 
659A.012 State agencies to carry out policy against discrimination in 
employment; evaluation of supervisors; affirmative action reports (1) states: 

“To achieve the public policy of the State of Oregon for persons in the state to attain 
employment and advancement without discrimination because of race, religion, color, sex, 
marital status, national origin, disability or age, every state agency shall be required to include 
in the evaluation of all management personnel the manager’s or supervisor’s effectiveness in 
achieving affirmative action objectives as a key consideration of the manager’s or supervisor’s 
performance.” 
 

Communications Manager 
Include articles in the department newsletters, “Corrections Briefings” and “Corrections 
News”, which express the director’s commitment to promoting a diverse workforce and 
environment. Articles relating to equal employment opportunity, affirmative action, and the 
ongoing development of a diverse workforce, and the efforts and progress made toward 
meeting department goals in these areas are some examples. Ensure that newsletter articles 
about employees are non-discriminatory in their portrayal of employees’ gender, ethnic 
heritage, disability, or other non job-related characteristics. 
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Assistant Directors 
The agency assistant directors will be responsible for initiating, administering, and 
controlling affirmative action activities within their functional area to assure full 
implementation of the policy. Specific responsibilities are to: 
 

• Establish a positive climate for program success within their sections. 

• Hold regular discussions with section managers to be certain they understand and 
follow the Affirmative Action Plan. 

• Ensure that affirmative action implementation activities carry out, as they apply to 
their units. 

• Ensure work performance of subordinate managers and supervisors is evaluated on 
their affirmative action efforts and results, as well as other criteria, and performance 
appraisal of each section manager includes a key component evaluating the manager's 
accomplishments in integrating an appreciation of cultural diversity into the everyday 
work habits, patterns and thinking of his or her staff. Chief among these 
responsibilities are to: 

• Accomplish the affirmative action hiring goals for his or her section. 

• Assure staff members are aware of the department's discrimination complaint process, 
and the appropriateness of using it without fear of retribution. 

• Establish a work environment and culture both supportive of cultural diversity and 
responsive to customers in the service area. 

• Work whenever possible with community groups and leaders assuring the department 
is an agency known as committed and responsive to affirmative action and cultural 
diversity values. 

 

Appointing Authorities 
Appointing authorities have primary responsibility for the success of the program through 
their direct supervisory role. Specific responsibilities are to: 
 

• Become thoroughly familiar with the details of the Affirmative Action Plan as they 
apply to their section/unit, and monitor progress of hiring and promotions, in relation 
to goals. 

• Communicate the Affirmative Action Plan by: 

• informing all new employees of the plan 

• maintaining a readily available copy of the plan for employees to read 

• discussing the plan and the progress being achieved at staff meetings 

• EEO and sexual harassment issues information distributed to staff. 

• Provide assistance in the identification of problem areas and establish functional unit 
objectives to meet affirmative action goals. 
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• Maintain active involvement, whenever possible, as a representative of the 
Department of Corrections with local minority organizations, women's organizations, 
and organizations representing the disabled. 

• Review training programs and hiring/promotion patterns to remove impediments to 
the attainment of goals. 

• Put forth individual efforts and achieve results in Equal Employment/Affirmative 
Action objectives, and have these evaluated via the performance appraisal process. 

• Maintain a work environment free from harassment of any kind, and report barriers to 
affirmative action existing within offices/sections to the appropriate Department of 
Corrections Human Resources Analyst (includes incidents of reported or known 
harassment on the basis of sex, race, color, national origin, religion, age, mental or 
physical disability). 

• Take positive steps to recruit and locate qualified women, people of color, and people 
with disabilities for vacant positions. Select qualified candidates in light of 
affirmative action goals. 

• Attend, and encourage employees to attend, EEO/AA training programs. 

• Encourage upward mobility for employees who are women, people of color, and/or 
people with disabilities by becoming familiar with the career development 
opportunities which may occur in the department, by evaluating positions for 
restructuring or establishing special upward mobility positions, and be reviewing 
employee training and career plans to determine appropriate development 
assignments. 

 

Assistant Director, DOC Human Resources Division 
• Manage the Affirmative Action Plan and implementation. 

• Recognize policy needs and initiate necessary policy changes. 

• Review quarterly, the progress the department is making toward achieving their 
affirmative action goals. 

• Recommend the annual goals to the Executive Staff. 

• Provide oversight and review of all civil rights (Title VII) complaints of 
discrimination in employment. 

 

Human Resources Managers/Analysts 
The Human Resources Managers/Analysts serve as technical advisor to assigned functional 
units. Specific responsibilities are to: 

• Provide and/or refer employees for counseling related to informal discrimination 
complaints. 

• Maintain statistical information on race, sex, and disability with respect to personnel 
actions. 

• Assist management in ensuring administration of union contracts are in a 
nondiscriminatory manner. 
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• Assist management in ensuring internal discrimination complaint procedures are 

followed. 

• Attempt to resolve all discrimination and sexual harassment complaints within 
assigned units. 

• Conduct civil rights investigations where appropriate. 
 

Recruitment and Background Investigation Unit Manager 
• Participate in job fairs and career days with an emphasis on opportunities for women, 

people of color, and people with disabilities. 

• Participate in minority group meetings/partner with minority groups. 

• Evaluate job announcements, applicant testing, hiring practice, employment policies, 
and report to the Assistant Director, DOC Human Resources Division any having an 
adverse impact on women, people of color, or people with disabilities. 

• Review hiring and promotion patterns, training programs, job descriptions, and work 
assignments to identify and remove any barriers to equal employment opportunity. 

 

Workforce Development and Affirmative Action Manager 
The Affirmative Action Manager has responsibility for the Affirmative Action Plan and 
ensures completeness and operational effectiveness of the program. Specific 
responsibilities are to: 
 

• Develop the written Affirmative Action Plan and Publicize its content internally and 
externally. 

• Keep management informed of the latest developments (law and rule changes, etc.) in 
the EEO/AA area and measure the effectiveness of the department's program. 

• Determine the degree to which the department has attained goals and objectives, 
indicate need for corrective action if necessary and provide such information to the 
director, deputy director, and assistant directors on a semi-annual basis. 

• Provide an annual update of the Affirmative Action Plan to department 
administration. 

• Serve as a liaison between the department and minority organizations, women's 
organizations and community action groups concerned with employment 
opportunities of women, people of color, and people with disabilities.  

• Receive complaints of discrimination from employees and applicants with the 
department Attempt to resolve internal discrimination and sexual harassment 
complaints and serve as a liaison between the department and Civil Rights 
enforcement agencies (EEOC and BOLI). 

• Keep the Assistant Director, DOC Human Resources Division, and the DOC Director 
informed of complaint activity and provide advice to the Assistant Director, DOC 
Human Resources Division and staff on discrimination complaint cases. 
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Managers and Supervisors 
Take steps to select, retain and promote people of color, people with disabilities, women 
and other protected classes. 
 

• Provide tools and resources for employees to interact with each other from all 
backgrounds. 

• Create and promote a work environment that is free from any kind of hostility or 
unwelcome behavior. 

• Promote Cultural Awareness. 

• Involve the manager or supervisor in strategies to evaluate the unit’s work force, 
develop goals for the fair representation of women, people with disabilities and 
minorities, and sketch timetables for achievement of those goals. 

• Evaluate the manager or supervisor annually on his/her contribution to the 
establishment of a culturally competent work environment. 

• Attend meaningful activities related to cultural competency: 
o Training, Workshops 
o Workgroup Meetings 
o Culturally-specific activities. 
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Internal Monitoring and Evaluation 
 
Responsibilities 

• The Assistant Director for Human Resources has overall responsibility to ensure the agency is 
following Equal Opportunity and Affirmative Action guidelines of the EEOC and the 
Governor's Office of Affirmative Action. Human Resources policies and practices will be 
reviewed for compliance. 

• The Legal Affairs and Affirmative Action Manager has the responsibility of monitoring, 
evaluating, and reporting the effectiveness of the Affirmative Action Plan and gives advice 
and makes recommendations to the Assistant Director for Human Resources and to the 
Executive Management Team and/or Functional Unit Managers, as needed. 

• Hiring managers request lists of applicants appropriate to the recruitment. 

• Recruitment and hiring managers monitor the selection of applicants, ensuring that women, 
people of color, and people with disabilities are considered and selected in accordance with 
the collective bargaining agreements and applicable statutes policies and rules. 

 

Purpose 
• Monitoring affirmative action activity; 

• Identifying weak areas of recruitment; 

• Improving identified weak areas; 

• Identifying long term trends; 

• Tracking the retention and departure rates of employees who are women, people of color and 
people with disabilities; and 

• Identify effective affirmative action activities. 
 

Methods for Monitoring and Reporting the Affirmative Action 
Program 

• Maintain affirmative action reports, guides, records, and statistics; 

• Analyze statistical reports; 

• Evaluate managers performance in all areas of diversity and affirmative action; 

• Determine that interview and selection methods are appropriate to each recruitment; 

• Compare the number of women, people of color, and people with disabilities hired to the 
department's goals; 

• Discuss employee performance or retention problems with supervisors to identify methods for 
improvement; 

• Conduct exit interviews to learn the reason for resignation and how the department might 
improve working relationships if applicable; and 
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• Report on an annual basis to the director of department the progress and efforts made toward 
accomplishment of goals and objectives, and recommendations for improvement, if necessary. 

• Brief administrators and executive staff annually on workforce composition and Affirmative 
Action progress. 

 
Assessment Tools 

• Affirmative action reports generated quarterly by DAS; and  

• Statistics on number of BOLI, EEOC and tort claims filed alleging discrimination or 
harassment. 
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Section IV.  
Accomplishments 

 
2009-2011 Biennium Goals and Accomplishments 
 
The Department of Corrections Affirmative Action Plan statistics which establish the following 2009 
– 2011 accomplishments are gathered from data provided by the Department of Administrative 
Services as of June 30, 2010.  These Affirmative Action statistics describe the composition and 
diversity of the department’s workforce.  They allow senior managers to share the Department’s 
achievements with their management teams to increase awareness of agency successes, while 
recognizing actions yet to be taken. The quarterly statistics are also available to all department 
employees to view in the department’s public folders.  
 
The department’s overall workforce composition has remained comparatively consistent for 
representation of women and for people of color as compared to the previous biennium. As of June 
30, 2010, the total representation of women is at 34.4 percent and the representation of people of color 
is at 11.2 percent. 
 
Narrative Analysis of Current Workforce 

 
Utilization Analysis 

The utilization analysis consists of a review of all job classifications and EEO job 
categories throughout the department. The purpose of this analysis is to determine whether 
women, people of color, and people with disabilities are represented at rates roughly 
equivalent to their availability and participation in the labor force. 

 
EEO Job Category Analysis 

The job category analysis is based on a statistical description of the department's total 
workforce of regular, permanent employees. Positions are grouped within broad categories 
of similarly related jobs and career fields. The eight categories are designated by the Equal 
Employment Opportunity Commission of the federal government.  
 

Group Parity 
The standard of measurement is parity figures for protected groups such as people of color, 
women and people with disabilities. Parity formulas are developed for all state agencies by 
the Governor's Office of Affirmative Action. Parity is established for major job groups 
within EEO categories and uses a multi-factor data source. Parity is based on applicant 
availability, unemployment rates, education figures, and participation in the civilian labor 
market. Depending on the specific job classification, the workforce statistics may be local, 
just within the State of Oregon, the Western Region or the entire United States. 
 
Using the Department of Administrative Services (DAS) statistical report printouts, direct 
comparisons can be made between the total numbers of employees in each job group and 
the parity standard of equity. Actual numbers of people of color, women or people with 
disabilities are broken down in each EEO job category. Parity is calculated first for 
percentages and then the number of people needed to achieve equity. 
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Accomplishments and Progress Made or Lost 
Since Previous Biennium 
 
 
 
 
 
 

Employee Workforce Analysis Report 
 

Agency Totals 
 

06/30/08 
Total 
by 

Gender 
Pct by 
Gender White 

Total 
POC 

African 
Amer Hispanic 

Asian 
Pacific 

Native 
Amer Disabled 

Men: 2900 65.9 2576 324 58 175 46 45 33 

Women: 1498 34.1 1333 165 25 83 35 22 15 

Total: 4398  3909 489 83 258 81 67 54 
Percent:   89 11.1 1.9 5.9 1.8 1.5 1.2 

 
 

06/30/10 
Total 
by 

Gender 
Pct by 
Gender White 

Total 
POC 

African 
Amer Hispanic 

Asian 
Pacific 

Native 
Amer Disabled 

Men: 2862 65.6  Statics by gender not available 
using on line data retrieval through 
PPDB. 
 

  

Women: 1500 34.4    

Total: 4362  3873 488 80 263 82 63 54 
Percent:   88.8 11.2 1.8 6.0 1.9 1.4 1.2 
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DOC Workforce Representation by EEO Job Categories 
 
A)  Officials/Administrators:  In key occupations within the department at senior positions, people 

of color occupy 10.6 percent in upper level management (salary range 31+) and 12.1 percent in 
mid-level management positions (salary range 24-30). Some jobs occupied by people of color are 
very critical positions, such as prison superintendent, assistant superintendent and security 
manager. Senior management parity for people of color is 12.2 percent for upper management and 
13.6 percent for mid-level management, according to calculations established by the Governor's 
Office of Affirmative Action.  The DOC is below parity on both. 

 
Women occupy 31.8 percent of upper management and 39.4 percent of mid-level management. 
These are below the parity goals of 36.6 percent in upper management and 43 percent in middle 
management. Women occupy critical agency leadership positions, including four of the five 
assistant directors of agency divisions (Human Resources, Public Services, General Services, and 
Transitional Services). Two prison superintendents are women.  

 
B)  Professionals:  The second largest EEO job category within the department is professionals. This 

broad category includes nurses, teachers, counselors, direct line supervisors, lieutenants and 
captains. People of color are above the parity goal for Physician/Dentist, Hearings Officer, 
Accounting/Finance, and Researcher.  African Americans are above parity in Social Services.  
Native Americans and Hispanics are above parity for both Nurses and Computer Analysts.  Native 
Americans are above parity for Lieutenants and Captains.  People with Disabilities are above 
parity for Purchasing Agents and Personnel. 

 
Women are above parity in eight of the thirteen Professionals categories; Communications/Editor, 
Nurses, Purchasing Agency, Researcher, Personnel/Employment, Hearings Officer, 
Accounting/Finance, and Program Coordinator/Analyst. 

 
C)  Technicians:  Workers in the technician job category include Health Services Technicians, Dental 

Technicians, Construction Project Managers, Construction Inspectors, and Electronic 
Communications Systems Analysts. Women are well represented in this category.  84 percent are 
women, mainly due to the large number of Health Services/Dental and Pharmaceutical 
Technicians.  People of color represent 14.6 percent, meeting the parity goal. People with 
Disabilities are generally under-represented. 

 
D)  Correctional Officer:  Correctional officers, corporals and sergeants are in this EEO job 

category. People of Color are represented well in this field, representing 12 percent of this EEO 
category, above the parity standard of 10.9 percent. This is particularly significant since this is the 
largest job category in the department, with 2364 employees.  They serve as the backbone of 
security.  This representation surpasses parity goals.  

 
Because this is a non-traditional career field for women, their representation is 18.9 percent, below 
parity at 22.8 percent. However, women have been making some progress in security occupations, 
as there are now 447 female correctional officers, corporals and sergeants. 

 
E)  Para-Professionals:  DOC only has 33 employees in the Para-professional category. People of 

color are above parity standard of 9.8 percent, achieving 15.2 percent in this category. Women are 
well below, occupying only 36.4 percent of the 33 positions. Parity for women is set at 58.1 
percent. 
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F)  Administrative Support:  People of color represent 43 of the 389 administrative support 

positions, achieving 11.1 percent of the job category, above the parity standard of 9.7 percent. 
Women are over-represented in administrative support positions at 93.1 percent, as would be 
expected of traditional gender role career patterns. 

 
G)  Skilled Craft:  People of Color in skilled craft positions generally meet parity when compared to 

parity figures, Women are under-represented, with only two female employees out of 102 
mechanics, carpenters, plumbers, electricians and trades.  

 
H)  Service Maintenance:  In service and maintenance positions, people of color are under-

represented. They represent 20 of the 258 positions held, or 7.8 percent, under goal by 3.9 percent. 
Women represent 71 of the 258 positions, representing 27.5 percent of the positions.  

 
 
 
Affirmative Action statistical data for comparison of the previous biennium to the current 
statistics is reported in the tables below showing the changes in numbers of employees for 
Women, People of Color, and People with Disabilities between the 2005-2007 and current 2007-
2009 biennia as of June 30, 2008. 
 
Women 
 

  
 
 

EEO-4 Category 

Women 
Total 

Employees 
6/30/10 

Number 
Women 
6/30/10 

Total 
Employees 

6/30/08 

Number 
Women 
6/30/08 

% Change 
in number 
of Women 

A.  Officials/Administrators       198 68 210 72 0   
B.  Professionals 932          475         883            429 2.3  
C.  Technicians           86 64 88 66 0   
D.  Protective Service 
Workers 

       2364 447 2414 473 -.7  
E.  Paraprofessionals           33 12 36 14 -2.5  
F.  Administrative Support         389 361 405 377 -.3  
G. Skilled         102 2 104 2 0  
H.  Service/Maintenance         258 71 258 65 2.3  
TOTAL AGENCY      4362 1500 4397 1498 .3  

 
 

 
The Department remains strong in the upper-management category, with approximately 32 percent, or 
42 of the 132 upper-management positions in the Department filled by women. Although the 
Department remains below parity in middle-management categories, the Department has seen an 
increase to 39.4 percent of women in middle-management positions (salary range 24-30). Women 
represent 26 of the 66 employees in these positions. 
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Women are under-represented in five of the 13 professional categories utilized in the Department: 
• Physician/Dentist/Vet  
• Inspector/Compliance/Investigator 
• Computer Analyst 
• Security Services 
• Lieutenant/Captain 
 

Parity has been achieved in eight of the 13 professional categories utilized in the Department:   
• Communication/Editor 
• Nurse/Health 
• Purchasing 
• Researcher 
• Personnel/Employment 
• Attorney/Hearings 
• Accounting 
• Program Coordinators 

 
Women are under-represented in the Para-Professional categories. As of June 30, 2010, we are at 36.4 
percent in this category. 

 
Women also continue to be under-represented in the Skilled Craft Worker categories. There has been 
a small amount of hiring activity for these positions. However, we currently only have two women in 
these non-traditional jobs. 

 
Women are under-represented in the Service/Maintenance Worker job categories. As of June 30, 
2010, there is a 27.5 percent female workforce versus a parity percentage of 37.8 percent. 

 
 

People of Color 
 

 

 
EEO-4 Category 

People of Color 

Total 
Employees 

6/30/10 

Number 
POC 

6/30/10 

Total 
Employees 

6/30/08 

Number 
POC 
6/30/08 

% 
Change in 
number of 

POC 
A. Officials/Administrators       198 22 210 22 .6 

B. Professionals 
932 

95         883 
               
92         -.2 

C. Technicians           86 11 88 13 -1.9 
D. Protective Service 
Workers 

       2364 
284 2414 288 0 

E. Paraprofessionals           33 5 36 4 4.0 
F. Administrative Support         389 43 405 42 .6 
G. Skilled         102 8 104 9 0 
H. Service/Maintenance          258 20 258 19 0 
TOTAL AGENCY      4362 488 4397 489 0 
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The representation of people of color within the Department was 9.5 percent on June 30, 2004. As of 
June 30, 2008, the number of people of color has increased to 11.1 percent, where it remains as of 
June 30, 2008.  On June 30, 2010 representation of people of color increased again to 11.2%    

 
The largest job occupation group within the Department is the security series. As of June 30, 2010, 
there were 2364 correctional officers, corporals and sergeants. Of these, 284 were people of color. 
People of color represent 12 percent of uniformed, represented security staff versus a parity of 10.9 
percent. Parity has been exceeded in representation of Hispanics in the security series. 

 
Of the 163 captains and lieutenants, 11.0 percent are people of color; this is below the parity goal of 
15.3 percent. All individual ethnic groups are represented, with parity exceeded in representation of 
Native Americans. The Department of Corrections management recognizes the importance of 
continued progress toward building and maintaining strong diversity within the correctional security 
staff. The Department sees a need to develop a strategy to effectively recruit minority applicants. 

 
In upper-management positions, there were 14 people of color on June 30, 2008. They represent 10.6 
percent of the 132 senior executive managers, with parity at 12.2 percent. People of color represent 
12.1 percent of the Department’s middle-management positions, with parity at 13.6 percent. The 
Department recognizes the need to continue to recruit individuals from all ethnic groups for both 
upper-management and middle-management positions.  

 
Of note, 2 of the 11 superintendents are People of Color.  One oversees the largest facility in the state 
located in eastern Oregon with 3,000 prison beds.  The other oversees two minimum custody facilities 
in Salem. 

 
In the Professional job category, women, African American and Hispanics represent areas where the 
Department is doing well in our efforts to reach parity. 

 
In the Technicians category, as of June 30, 2010, the people of color and Hispanics in the Health job 
category are above parity at 14.7 percent and 10.7 percent, respectively. The Department is above 
parity in representation of people of color in the Administrative Support category with 11.1 percent on 
June 30, 2010. Parity is 9.7 percent. In this category the Department exceeds the parity for Hispanics 
with 5.7 percent actual versus parity of 3.6 percent. 
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People with Disabilities 
 

 
 
 
 

EEO-4 Category 

People with Disabilities 

Total 
Employees 

6/30/10 

Number 
PWD 

6/30/10 

Total 
Employees 

6/30/08 

Number 
PWD 

6/30/08 

% 
Change 

in 
number 

of 
PWD 

A.  Officials/Administrators       198 3 210 3 0 
B.  Professionals 932 8 882 10 0 
C. Technicians           86 0 88 0 0 
D.  Protective Service 
Workers 

       2364 31 2414 26 0 
E. Paraprofessionals           33 0 36 0 0 
F. Administrative Support         389 8 405 8 0 
G. Skilled         102 1 104 2 0 
H. Service/Maintenance         258 3 258 5 0 

TOTAL AGENCY      4362 54 4397 54 0 
  

                     
  

 

 

Representation of persons with disabilities continues to fall significantly below the target of 6 percent 
in state agencies. Although roughly 60% of the Department’s positions are in security classifications 
where strict physical standards and requirements exist pursuant to the Department of Public Safety 
Standards and Training (ORS 259-08-010), the Department continues to strive to improve recruitment 
efforts toward people with disabilities. Efforts to close the gap include continued meetings with staff 
of the Vocational Rehabilitation Division to discuss the number of non-security positions that are 
available, as well as providing education and awareness of the variety of career paths available to 
individuals within the Department of Corrections. The Recruitment Unit has made progress in 
establishing better working relationships with both public and private vocational rehabilitation 
agencies and has found that working one-on-one with disabled individuals is proving to be the best 
approach to helping them secure employment with the Department. 

 
Under Goal Summary – Change Since Last Biennium 
 

Agency-wide Under Goal on 06/30/08 
 Total Women POC AFAMER HISPNC ASIAN NVAMER DISABL 

Employee Count 4398 1498 489 83 258 81 67 54 

Under Goal  174 42 43 17 35 28 209 
 

Agency-wide Under Goal on 06/30/10 
Employee Count 4362 1500 488 80 263 82 63 54 

Under Goal  49 14 45 0 34 25 207 
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 The growth of the department continues to present challenges in our ability to attract and retain 
people of color in the eastern region of the state where growth has occurred, due to the relatively low 
percentage of African Americans, Asian/Pacific Island, and Native Americans in the applicant pool. 
The Recruitment and Career Services Unit has made the following efforts to attract people of color 
and people with disabilities into our organization:  
 

Job Fairs 
In the 2009-20011 biennium, the Recruitment and Background Investigation Unit has made every 
effort to represent DOC in a wide variety of Job Fairs in order to both recruit for open positions 
within the department, but also to make a long term investment in education and training of the 
public about what working for the department is all about. Although with the difficult budgetary 
times the Agency has had to curtail Job Fair participation to only those without cost and within a 
days travel.  To accomplish this, we have called upon a wide variety of DOC staff from every 
background to represent our interests and to reflect the diversity of the organization. In particular, 
we emphasized women in security, people of color from every job classification and when 
possible, people with disabilities in an attempt to display to the public the opportunities available 
to individuals. 
 

Job Fairs and events attended and/or to be attended:   
• Career Expo / Convention Center Portland 
• Portland Expo Center / Gun Show 
• University of Phoenix Job Fair 
• Salem Area Job Fair - Salem Conference Center 
• Recruitment Military / Portland 
• State of OR Career Fair / Capital Mall 
• Recruitment Military / Portland “Yellow Ribbon Career Fair” 
• Health Career Fair Clackamas school of nursing 

  
Achieving a diverse and representative workforce is a primary goal of the Recruitment and 
Background Investigations Unit. Utilization of the many talents residing within the department 
helps us towards accomplishing that goal. Recruitment continues to look for new ideas to attract 
minority and applicants with disabilities to our organization, additional internet sites to post 
vacant jobs to, as well as a School-to-Work program at the high school level to help prepare a 
new generation of DOC staff.  

 
The following charts show the trend over the past ten years for the department in the 
representation of women, people of color, and people with disabilities. The numbers have made 
continual growth, but due to the growth in the total number of employees, the percentages of the 
workforce have not always shown that direction as clearly. The department continues to work 
toward a goal of reflecting the diversity of the state of Oregon communities and effectively 
manage the diversity of the inmate population 
. 
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Section V.  
Goals & Stratgies for Implementation 

 
2011 – 2013 Development and Implementation of Programs 
 
2011-2013 Biennium Goals and Strategies 

As the department continues to experience statewide growth, emphasis will continue to be 
placed on expanding and maintaining a diverse workforce.  Recruitment efforts will focus 
on obtaining applicants from the various minority populations.  As new institutions of all 
sizes are located in small communities throughout the central, eastern and southern parts of 
the state, opportunities exist to bring diversity not only to the workplace, but to those small 
local communities as well.  Selection officials will take into consideration protected class 
status applicants specifically where there is clearly established statistical under-
representation and where we are below parity standards in that particular job.  The 
department will continue to review current recruitment strategies for women, people of 
color and with disabilities to see what actions have been successful in bringing applicants 
to the department.  Each local community provides the DOC with a unique applicant pool 
from which to draw.  The Department will also continue to transfer seasoned professionals 
into each community, with an increased level of diversity being one intended outcome. 
 
Throughout 2011 and 2013 the biggest driver for increased state correctional system 
growth, and corresponding increased growth of the state correctional workforce, will be the 
implementation of Ballot Measure 57.  Ballot Measure 61 did not get majority votes to pass 
but Measure 57 did receive the requisite number of votes and passed.  Due to the forecasted 
increase in inmate population and the continuing decline in State Revenue, the 
implementation of Measure has been delayed.  Should Measure 57 become fully 
implemented it is predicted that the department will experience rapid growth similar to that 
experienced when Ballot Measure 11 passed in November, 1994. 
 
The sustained expansion of the department’s facilities throughout the state will continue to 
allow us an opportunity to promote more protected class employees and, at the same time, 
increase diversity in the eastern regions of the state. 
 
The department continues to focus on recruiting women in security positions, people of 
color in both mid- and upper-level management positions, as well as positions in areas such 
as health and fiscal services, and persons with disabilities in non-security positions. In 
addition, we are seeking to place more women into other job categories which are long 
overlooked as being more traditionally male-oriented. Actual numbers to achieve equity in 
these positions are determined in the parity goals established by the Governor’s Affirmative 
Action Office.  These statistics are received quarterly by the DOC Human Resources 
Division, analyzed for areas of non-compliance, and reported to the Department’s 
Executive-level Policy Group at standing quarterly presentations. 
 
It has been recommended to the Policy Group that the Department of Corrections utilize 
the following Affirmative Action/Cultural Competency Implementation Strategy for the 
2011-2013 biennium. 
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Affirmative Action/Cultural Competency Implementation 
Strategy  
 

Through June 30, 2013 
Analyze and disseminate quarterly Affirmative Action data; monitor compliance with requirements 
of the Affirmative Action Plan; meet with Policy Group quarterly.  Distribute monthly calendars and 
proclamations received from Governor’s Office, DAS, DHS, using HR managers as local points of 
contact and Public Affairs for broader distribution. 

July 1, 2011 – December 30, 2011 
Develop annual Affirmative Action Plan; analyze and disseminate quarterly Affirmative Action 
data; monitor compliance with requirements of the Affirmative Action Plan; meet with Policy 
Group quarterly.  Distribute monthly calendars and proclamations received from Governor’s Office, 
DAS, DHS, using HR managers as local points of contact and Public Affairs for broader distribution. 

• Continue the work of the Cultural Competency Advisory Committee made up of relevant 
stakeholders, or continue to utilize Executive-Level Policy Group for this purpose, depending 
on Policy Group’s preference. 

• Review agency policies and procedures with Cultural Competency Advisory Committee. 

• Conduct a review of agency recruitment activities with Cultural Competency Advisory 
Committee. 

• Conduct review of agency exit interview process. 

• Conduct review of agency performance review process. 

January 1, 2010 – June 30, 2010 
Analyze and disseminate quarterly Affirmative Action data; monitor compliance with requirements 
of the Affirmative Action Plan; meet with Policy Group quarterly.  Distribute monthly calendars and 
proclamations received from Governor’s Office, DAS, DHS, using HR managers as local points of 
contact and Public Affairs for broader distribution. 

• Continue multi-level Cultural Competency Advisory Committee made up of relevant 
stakeholders. 

• Recommend enhancements to agency recruitment activities with Cultural Competency 
Advisory Committee. 

• Develop mini training modules in veteran staff Cultural Competency training sequence, 
emphasizing content recommended by the Cultural Competency Advisory Committee. 

• Administer department-wide Cultural Competency survey instrument. 
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July 1, 2012 – December 31, 2012 
Develop annual Affirmative Action Plan; analyze and disseminate quarterly Affirmative Action 
data; monitor compliance with requirements of the Affirmative Action Plan; meet with Policy 
Group quarterly.  Distribute monthly calendars and proclamations received from Governor’s Office, 
DAS, DHS, using HR managers as local points of contact and Public Affairs for broader distribution. 

• Continue multi-level Cultural Competency Advisory Committee made up of relevant 
stakeholders. 

• Monitor enhancements to agency recruitment activities with Cultural Competency Advisory 
Committee. 

• Deliver mini training modules in veteran staff Cultural Competency training sequence, 
emphasizing content recommended by the Cultural Competency Advisory Committee. 

• Deliver continuing modules in Management Service Cultural Competency training 
sequence, emphasizing content recommended by the Cultural Competency Advisory 
Committee. 

• Review training evaluation results with Cultural Competency Advisory Committee. 

• Analyze department-wide Cultural Competency survey results with department Policy 
Group. 

January 1, 2013 – June 30, 2013 
Develop annual Affirmative Action Plan; analyze and disseminate quarterly Affirmative Action 
data; monitor compliance with requirements of the Affirmative Action Plan; meet with Policy 
Group quarterly.  Distribute monthly calendars and proclamations received from Governor’s Office, 
DAS, DHS, using HR managers as local points of contact and Public Affairs for broader distribution. 

• Continue multi-level Cultural Competency Advisory Committee made up of relevant 
stakeholders. 

• Monitor enhancements to agency recruitment activities with Cultural Competency Advisory 
Committee. 

• Deliver continuing modules in veteran staff Cultural Competency training sequence, 
emphasizing content recommended by the Cultural Competency Advisory Committee. 

• Deliver continuing modules in Management Service Cultural Competency training 
sequence, emphasizing content recommended by the Cultural Competency Advisory 
Committee. 

• Develop 2013-2015 implementation strategy based on Policy Group recommendations. 
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Parity Goal Results Desired: 
Effective with the first quarterly Affirmative Action report of 2011, reduce “Under Goal” totals for 
the following job groups or categories with currently unmet parity targets: 

Women – 
Official/Administrator (Middle Management/Upper Management) 

Physician/Dentist 

Inspector/Compliance/Investigator (Corrections Inspector/ Investigator) 

Social Services (Correctional Counselor/Adult Parole-Probation Officer/Chaplain) 

Computer Analyst 

Correctional Officer (CO/Corporal/Sergeant) 

Engineer/Construction 

Nonsupervisory (Recreation Specialist/Library Coordinator/Test Coordinator) 

Skilled Craft Workers 

Service Maintenance Worker (Supply Specialist/Truck Driver/ Facility Maintenance 
Specialist/Food Service Coordinator) 

 

African American – 
Official/Administrator (Middle Management/Upper Management) 

Nurse/Health (Pharmacist/Nurse Manager/Nurse Practitioner/ Registered 
Nurse/Mental Health Specialist) 

Correctional Officer (CO/Corporal/Sergeant) 

Administrative Support (OS/Accounting Technician/ESS/Admin  
Specialists/Medical Record Specialist) 

Service Maintenance Worker (Supply Specialist/Truck Driver/ Facility Maintenance 
Specialist/Food Service Coordinator) 

 

Hispanic –  
Upper Management Official/Administrator  

Lieutenant/Captain 

Service Maintenance Worker (Supply Specialist/Truck Driver/ Facility Maintenance 
Specialist/Food Service Coordinator) 
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Asian/Pacific Islands – 
 Computer Analyst (Info Systems Specialist) 

Social Services (Correctional Counselor/Adult Parole-Probation Officer/Chaplain) 

Correctional Officer (CO/Corporal/Sergeant) 

Service Maintenance Worker (Supply Specialist/Truck Driver/ Facility Maintenance 
Specialist/Food Service Coordinator) 

 

Native American – 
Social Services (Correctional Counselor/Adult Parole-Probation Officer/Chaplain) 

Correctional Officer (CO/Corporal/Sergeant) 

 

Disabled – 
Official/Administrator (Middle Management/Upper Management) 

Nurse/Health (Pharmacist/Nurse Manager/Nurse Practitioner/ Registered 
Nurse/Mental Health Specialist) 

Physician/Dentist 

Computer Analyst (Info Systems Specialist) 

Program Coordinator/Analyst (Ops and Policy Analyst, Executive Assistant/Program 
Analyst) 

Social Services (Correctional Counselor/Adult Parole-Probation Officer/Chaplain) 

Health Technician (Pharmacy Technician/Dental Assistant/Health Services 
Technician)  

Administrative Support (OS/Accounting Technician/ESS/Admin  
Specialists/Medical Record Specialist) 

Mechanic/Boiler Operator (Facility Energy Technician/ Automotive Technician) 

Trades (Electrician/Plumber/Welder/PEST/Painter/Carpenter) 

Service Maintenance Worker (Supply Specialist/Truck Driver/ Facility Maintenance 
Specialist/Food Service Coordinator) 
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To accomplish the above goals and strategies, the following actions for 2009-2011 are 
recommended: 

Recruitment and Selection 

Interview Panels   Managers and selecting officials will make every reasonable effort to ensure 
that interview panels are diverse. The department will ensure both hiring and promotion panels, 
where practical, have membership composed of racial/ethnic and gender diversity. In order to 
maintain some neutrality for hiring and promotions to management and executive level positions, 
the panel should include at least one member from outside the functional unit where the vacancy 
exists. The department provides a Supervisor’s Recruitment Guide for hiring managers that 
delineates the appropriate process for selecting and setting up interview panels. 

 
Newspaper Advertisements   In an effort to reach a broad range of job applicants, staff in Human 
Resources Recruitment and Background Investigations may place ads for vacant positions in 
major local newspapers within the state such as The Oregonian, The Statesman Journal, The East 
Oregonian, The Eugene Register Guard, The Hermiston Herald, the Argus Observer, Malheur 
Enterprise, Baker City Herald, The Record Courier, La Grande Observer, and the Democrat 
Herald, just to name a few. Newspapers designed to reach all populations will be used. These 
publications include EL Hispanic News and the Goal Latino for Hispanics; The Asian Reporter 
for Asians; The Skanner and The Portland Observer for African Americans. Provided there are 
sufficient funds, national papers published by minority organizations, such as EOE Journal and 
Affirmative Action Register, may be used as well. Note: Advertisements will be placed when 
economically feasible. 
 
Online  The department will use on-line web sites such as SHRM, Salem News, Craig’s List and 
Monster.com to broaden the range of job applicants. 

 
Job Information Fairs  The department will participate, when financial and staffing resources 
permit, in a multitude of job fairs held around the state focusing on women, people of color, and 
people with disabilities.  

 
College/University Career Days   Employees of the department will attend college and 
university career days and job recruitment functions, as staffing and finances allow. Each 
institution will make staff available to attend career days held at community colleges and 
universities located in their geographical area of the state. Recruitment and Career Services staff 
has visited with various schools throughout the state. 
 
The department School-to-Work Coordinator coordinates the agencies participation in the School-
to-Work week in April that invites students to accompany their parents to work.  There is 
participation throughout the department in providing student with career exploration activities. 
 
Slide Show   The department has developed a new slide show showing staff working in some of 
the primary institutions and in the administration. The slide show is an information tool for 
showing at career days and job fairs. 

 
Policies  The Human Resources staff will ensure that the department's formal, written procedures 
on selection includes statements to the effect that appointing officials are to seriously consider 
gender and ethnic status in hiring and promotion decisions where positions exist which are 
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seriously under-represented and the affirmative action goal in this plan has identified this 
particular job group. 

 
Vacancy Type and Order  Where affirmative action goals have been established for the 
particular classification and representation remains clearly below parity standards, the first priority 
when considering the type of application to develop, is open competitive. The second would be for 
advertising the position as a statewide vacancy. Managers should justify reasons to open 
announcements that are limited to agency promotions. There are a considerable number of 
potential applicants in the state labor force with work experience in public safety occupations. The 
diversity of candidates will be increased considerably by opening up the majority of 
announcements to job applicants in the public arena. 

 
Applicants with Disabilities   The Recruitment and Background Investigations Unit staff 
provides informational interviews to applicants with disabilities interested in qualifying for 
department career opportunities. 
 
SB 822 Veteran’s Points  SB 822 established the manner in which state agencies provide 
preference to qualifying veterans or disabled veterans in scored or un-scored employment 
application processes. (ORS 408.225-235) 

 
In order to be in compliance of SB 822 both the recruitment unit and the hiring mangers have 
responsibilities.   

 
Recruitment Unit: 
In the initial application screening, the recruitment unit determines if applicants are eligible for 
veterans or disabled veterans preference points. Eligible veterans will have the appropriate points 
designated upon the certification list you receive. 
 
Hiring Manager: 
Hiring Managers review their certification lists to determine who they will be interviewing.  
o In a scored screening, the Veterans points must be taken into consideration when determining 

where to cut off the certification list. 
o In a non-scored screening, all Veterans are interviewed. 

 
Community Organization Outreach   The department will maintain a list of minority and 
women's organizations around the State. For vacant positions showing a serious under-
representation of women or minorities, the Recruitment and Career Services Unit will mail job 
announcements to appropriate community organizations, if they are not getting state vacancy lists 
or announcements from HRSD, recruitment. 

 
Contact with organizations representing the special interests of people of color will be maintained 
by having staff from the department attend group meetings and conferences. In addition, the intent 
is to have senior staff represented at key, influential and large statewide organization conferences 
which address minority community and employment issues. Staff will pursue the opportunity to 
meet personally with officials representing minority organizations. 

 



DEPARTMENT OF CORRECTIONS - AAffffiirrmmaattiivvee  AAccttiioonn  PPllaann    22001111  --  22001133  BBiieennnniiuumm  
 

PAGE | V-62 

Training 

The Department spends a considerable amount of resources on staff training. In making decisions 
as to who will attend training other than mandatory DOC training, women, people of color and/or 
people with disabilities will be considered if that career field is clearly under-represented by 
members of protected classes or if it will enhance the prospects for career advancement and if it 
provides the Department with an employee developing a needed job skill. 
 
Leadership/Supervisor Training: The Department has developed a Director’s Academy 
leadership training program and is developing a new supervisor training program to be called 
Management Basic Training. Topics to be covered in the new supervisor training will include 
affirmative action, diversity, and ADA issues. The leadership training program covers a broad 
range of subject matter and includes a focus on interpersonal relationships and valuing others.  An 
online resource titled the Human Resource Quick Reference Guides speaks to the topics of 
Cultural Competency as well as provides links to both the Department’s AAP and the State of 
Oregon AAP, and will be published in 2009. 

  
In-Service Training: Annual in-service training includes a segment on valuing others. 
 
DOC Strategic Initiative-Cultural Competency: The Department has identified Cultural 
Competency as a Strategic Initiative.  A work group has been formed to further promote the work 
of the AAP.  A major part of this work group’s plan in promoting Cultural Competency is a strong 
training effort. 

Work Environment 

The department will continue to develop ways to maintain a positive and supportive work 
environment to benefit all employees and the department relative to equal employment 
opportunity, affirmative action and cultural diversity. 
 
Emphasis will be placed on the importance of the department's Promotion and Maintenance of a 
Respectful Workplace policy, which prohibits harassment and discrimination in the workplace. 
 
Exit interviews   In order to determine if there are problems, patterns, or trends affecting women 
or minorities in a disparate manner, an exit interview process has been implemented. The results 
of these exit questionnaires will be reviewed by the Recruitment and Career Services 
Administrator and will be reported to the Executive Management Team members and functional 
unit managers as needed. 

Other Programs 

Reports   The department's Affirmative Action Officer will review affirmative action goals and 
the progress of the entire department, on a quarterly basis. This person will develop and distribute 
to managers a report based on the DAS Affirmative Action Progress Report, summarizing 
workforce statistics, on a semi-annual basis. 

 
Correctional Officer Hiring Trends   Since correctional officer hiring represents the largest 
volume, entry level position in the department, a study has been implemented to track selection 
trends. The test criteria were reviewed to determine if inequities or bias exists for members of 
protected classes. Data gathered provides numbers and percentage of women and people of color 
who apply, the numbers which failed the entrance exam, the number interviewed, the numbers 
and percentage of women and people of color who failed the interview, the pass/fail rate for 
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background checks and the pass/fail rates of physicals. The numbers and percentage of women 
and minorities who were hired will also be determined. If there is sufficient data and enough staff 
time, a follow-up study will be done to determine how many of these hires completed trial service 
as a correctional officer. This study will follow the "Uniform Guidelines on Employee Selection 
Procedures" of the Equal Employment Opportunity Commission (29 CFR 1607). 

 
Position Descriptions   As position descriptions are written and/or revisions made, conditions 
which might limit or restrict people with disabilities from consideration will either be eliminated 
or will be clearly justified on the basis of essential duties and basic requirements of the job. Only 
where there are bona fide requirements should duties be identified which might limit people with 
disabilities from consideration. Human resources analysts, classification and recruitment staff are 
to work closely with managers and supervisors to ensure that position descriptions are not 
inadvertently biased against people with disabilities. Position descriptions of all managers in the 
department will include affirmative action language.  

 
Bilingual Pay Differential   The department will continue to utilize certain staff members to 
provide language skills for communication and translation purposes. The position description 
must clearly specify this duty in order to receive pay differential. 

 
Additional staff members need to be identified who have these skills and who can provide 
translation services. Since a large portion of the inmate population speaks Spanish and languages 
other than English, there are important safety and security reasons to expand the number of staff 
members who can exercise these special skills. In the future, the department will consider ways in 
which specific positions are identified for which language skills are a job requirement, so they can 
be used for target recruiting and advertising. 
 
Special Observances   Functional unit managers are encouraged to address cultural diversity 
awareness issues through topics at staff meetings, planning special observances in recognition of 
minorities, encouraging staff participation in special events in the community related to minority 
heritage and in special training sessions. The emphasis will be placed on resolving problems, 
combating stereotypes and highlighting the advantages of cultural diversity. 
 
The types of observances include, but are not limited to:  Women's Equality Day, Martin Luther 
King Jr. birthday (January), Cinco de Mayo (May), Native American Indian Heritage Month 
(September), Women's History Month (March), Black History Month (February), Asian Heritage 
Month (April or September), Disabilities Month (October), and National American Indian 
Heritage Month (November). 

 
Internal Dissemination 
The Affirmative Action Plan will be brought to the attention of employees in the following ways: 
 

• The director's Affirmative Action Policy Statement shall be disseminated to all staff along 
with DOC policies, ADA and Reasonable Accommodation and Promotion and Maintenance 
of a Respectful Workplace available at each worksite outlining the procedure for filing a 
compliant. 

• Affirmative Action progress reports of statistical data by functional unit will be disseminated 
to superintendents and members of the department's Executive Management Team and posted 
in an electronic public folder for access by all department staff and managers. 
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• Affirmative Action accomplishments and diversity issues will be published in the department's 
employee newsletters and on bulletin boards.  

• Recruitment and Career Services Newsletter will include statistics and information regarding 
diversity. 

• New Employee Orientation shall include a two-hour module on a respectful workplace. 
Primary Level Leadership Training shall include a two-hour module on valuing a diverse 
workforce. In-service Training also contains a three-hour module on valuing and respecting 
others. 

• The department's policy statement on Affirmative Action and Respectful Workplace will be 
posted on employee bulletin boards, in public lobbies, employee lounges, and meeting rooms. 

• Biennial training will be held with department managers and supervisory staff to inform them 
of the department's Affirmative Action Plan. 

• Meetings will be held with union officials to inform them of the Affirmative Action Plan and 
to request their continued cooperation. 

• Non-discrimination clauses shall remain in all collective bargaining agreements. 

• Affirmative action goals and progress will be on the agenda of key departmental staff 
meetings dealing with personnel. 

• Supervisors will conduct meetings with employees to discuss the Affirmative Action Plan.  

• Copies of the Affirmative Action Plan distributed to DOC Human Resource Managers and 
available in each workplace and accessible to employees. Additional copies can be obtained 
by contacting the DOC Human Resources Division. 

 

External Dissemination 
The Affirmative Action Plan will be represented to outside sources through the following means: 
 

• The department's employment advertisements shall state that the Department of Corrections is 
an "Equal Opportunity/Affirmative Action Employer in compliance with the ADA." 
Advertising shall occur, when adequate financial resources are available, in local publications 
frequently read by individuals who fall within a protected class. 

• Except in the case of a bona fide occupational qualification, employment advertising shall 
omit reference to sex, religion, age, and national origin, and shall clearly convey the 
commitment of the agency to equal opportunity/affirmative action. 

• Recruiting sources, including minority, and women's organizations, and organizations for the 
people with disabilities; churches, community agencies, and colleges shall be informed of the 
department's equal employment policy.  

• Articles and pictures in Department of Corrections’ newsletters, publications, and recruitment 
brochures will include or feature employees in protected classes at various levels and in non-
traditional jobs. 
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• Contractors will be informed of the department’s policy of equal opportunity and affirmative 
action. 

• The Assistant Director, DOC Human Resources Division and/or designee(s) shall establish 
communication and maintain relationships with outside organizations representing the 
interests of protected classes and individuals in the field of equal employment opportunity. 

• Copies of the Affirmative Action Plan will be provided to the Governor's Office of Affirmative 
Action. 

• Copies of the department's Affirmative Action Plan will be distributed to the department labor 
organizations. 

• Copies of the department's Affirmative Action Plan will be provided to other state government 
agencies upon written request. 

 
Copies of the department's Respectful Workplace, Affirmative Action and Equal Employment 
Opportunity and related policies are available to the public and state agency personnel on the 
Department of Corrections internet site:  http://www.oregon.gov/DOC/INSPEC/rules_policies/. 

http://www.oregon.gov/DOC/INSPEC/rules_policies/�
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Section VI. 

Appendix A 
 

Agency Policy 
Documentation 

 
 

A. ADA & Reasonable Accommodation Policy 
B. Discrimination and Harassment Free Workplace 
C. Workplace Effects of Domestic Violence, Sexual Assault and Stalking 
D. Employee and Training Policies 
E. Veterans Preference in Employment 
F. Other agency documentation in support of its affirmative action plan 

 
 
 

2011-2013 Affirmative Action Plan 
Department of Corrections 
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DAS-ADA & Reasonable Accommodation Policy 50.020.10 
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DOC-ADA & Resonable Accomodation Policy 20.5.16 
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DOC-Staff Training and Development Policy 20.7.1 

 
  



DEPARTMENT OF CORRECTIONS - AAffffiirrmmaattiivvee  AAccttiioonn  PPllaann    22001111  --  22001133  BBiieennnniiuumm  
 

PAGE | VI-76 

 
  



DEPARTMENT OF CORRECTIONS - AAffffiirrmmaattiivvee  AAccttiioonn  PPllaann    22001111  --  22001133  BBiieennnniiuumm  
 

PAGE | VI-77 

 
  



DEPARTMENT OF CORRECTIONS - AAffffiirrmmaattiivvee  AAccttiioonn  PPllaann    22001111  --  22001133  BBiieennnniiuumm  
 

PAGE | VI-78 

DOC-Orientation Programs Policy 20.7.2 
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DOC-Annual In-Service Training Programs Policy 20.7.31 
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DOC-Leadership and Professional Development Program 
Policy 20.7.4 
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DAS-Discrimination and Harassment Free Workplac 
Policy 50.010.01 
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DAS-Maintaining a Professional Workplace Policy 50.010.03 
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DOC-Promotion & Maintenance of a Respectful Workplace 
Policy 20.6.1 

 
  



DEPARTMENT OF CORRECTIONS - AAffffiirrmmaattiivvee  AAccttiioonn  PPllaann    22001111  --  22001133  BBiieennnniiuumm  
 

PAGE | VI-93 

 
  



DEPARTMENT OF CORRECTIONS - AAffffiirrmmaattiivvee  AAccttiioonn  PPllaann    22001111  --  22001133  BBiieennnniiuumm  
 

PAGE | VI-94 

 
  



DEPARTMENT OF CORRECTIONS - AAffffiirrmmaattiivvee  AAccttiioonn  PPllaann    22001111  --  22001133  BBiieennnniiuumm  
 

PAGE | VI-95 

 
  



DEPARTMENT OF CORRECTIONS - AAffffiirrmmaattiivvee  AAccttiioonn  PPllaann    22001111  --  22001133  BBiieennnniiuumm  
 

PAGE | VI-96 

 
DOC-Code of Conduct Policy 20.1.3 
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DOC-Violence-Free Workplace Policy 20.6.14 
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DAS-Veteran’s Preference in Employment – 105-040-0015 

 
Applicability: Recruitment and selection processes for all State of Oregon positions in 
agencies subject to ORS 240, State Personnel Relations Law, including but not limited to 
promotional opportunities.  
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(1) Definitions: (See also HRSD Rule 105-010-0000 Definitions Applicable Generally to 
Personnel Rules and Policies.)  

(a) Initial Application Screening: An agency’s process of determining whether an applicant 
meets the minimum and special qualifications for a position. An Initial Application 
Screening may also include an evaluation of skills or grading of supplemental test 
questions if required on the recruiting announcement.  

(b) Application Examination: The selection process utilized by an agency after Initial 
Application Screening. This selection process includes, but is not limited to, formal testing 
or other assessments resulting in a score as well as un-scored examinations such as 
interviews and reference checks.  

(c) Veteran and Disabled Veteran: As defined by ORS 408.225 and 408.235.  

(2) Application of preference points upon Initial Application Screening: Qualifying 
Veterans and Disabled Veterans receive preference points as follows;  

(a) Five Veteran’s Preference points are added upon Initial Application Screening when an 
applicant submits as verification of eligibility a copy of the Certificate of Release or 
Discharge from Active Duty (DD Form 214 or 215), or a letter from the US Department of 
Veteran’s Affairs indicating the applicant receives a non-service connected pension with the 
State of Oregon Application; or  

(b) Ten Disabled Veteran’s points are added upon Initial Application Screening when an 
applicant submits as verification of eligibility a copy of the Certificate of Release or 
Discharge from Active Duty (DD Form 214 or 215) with the State of Oregon Application. 
Disabled Veterans must also submit a copy of their Veteran’s disability preference letter 
from the US Department of Veteran Affairs, unless the information is included in the DD 
Form 214 or 215.  

(c) Veteran’s and Disabled Veteran’s preference points are not added when a Veteran or 
Disabled Veteran fails to meet the minimum or the special qualifications for a position.  

(3) Following an Initial Application Screening the agency generates a list of qualified 
applicants to consider for Appointment. An Appointing Authority or designee may then:  

(a) Determine whether or not to interview all applicants who meet the minimum and 
special qualifications of the position (including all Veterans and Disabled Veterans); or  

(b) Select a group of Veteran and Disabled Veteran applicants who most closely match the 
agency’s purposes in filling the position. This group of applicants may be considered along 
with non-veteran applicants who closely match the purposes of the agency in filling the 
position as determined by:  

(A) Scored Application Examinations (including scored interviews): If an agency utilizes, 
after an Initial Application Screening, a scored Application Examination to determine 
whom to consider further for Appointment, the agency will add (based on a 100-point 
scale) five points to a Veteran’s score or 10 points to a Disabled Veteran’s score or;  

(B) Un-scored Application Examinations: Un-scored Application Examinations done by 
sorting into levels (such as “unsatisfactory,” “satisfactory,” “excellent”) based on desired 
attributes or other criteria for further consideration will be accomplished by:  

(i) Advancing the application of a Veteran one level;  

(ii) Advancing an application of a Disabled Veteran two levels.  
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(4) Preference in un-scored interviews: A Veteran or Disabled Veteran who, in the judgment 
of the Appointing Authority or designee, meets all or substantially all of the agency’s 
purposes in filling the position will continue to be considered for Appointment.  

(5) If a Veteran or Disabled Veteran has been determined to be equal to the top applicant or 
applicants for a position by the Appointing Authority or designee then the Veteran or 
Disabled Veteran is ranked more highly than non-veteran applicants and, a Disabled 
Veteran is ranked more highly than non-veteran and Veteran applicants.  

(6) Preference described in Sections 2 through 5 of this rule is not a requirement to appoint 
a Veteran or Disabled Veteran to a position. An agency may base a decision not to appoint 
the Veteran or Disabled Veteran solely on the Veteran’s or Disabled Veteran’s merits or 
qualifications.  

(7) A Veteran or a Disabled Veteran applicant not appointed to a position may request an 
explanation from the agency. The request must be in writing and be sent within 30 calendar 
days of the date the Veteran or Disabled Veteran was notified that they were not selected. 
The agency will respond in writing with the reasons for not appointing the Veteran or 
Disabled Veteran.  

[ED. NOTE: Forms referenced are available from the agency.]  
 
Stat. Auth: ORS 240.145(3) & 240.250 
Stats. Implemented: ORS 408.225, 408.230 & 408.235 
Hist.: HRSD 3-2007(Temp), f. & cert ef. 9-5-07 thru 3-3-08; HRSD 1-2008, f. 2-27-08, 
cert. ef. 3-1-08; HRSD 3-2009, f. 12-30-09, cert. ef. 1-1-10  
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DOC-Department Mission, Vision, & Core Values 
Policy 20.1.1 
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DOC-Code of Ethics Policy 20.1.2 
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DOC-Equal Employment Opportunity & Affirmative Action 
Policy 20.4.1 
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DOC-Alternate Methods of Filling Positions Policy 20.4.11 
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DOC-Recruitment and Selection Process Policy 20.4.5 
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DOC-School to Work Policy 20.4.13 
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DOC-Performance Planning Policy 20.5.3 

 
  



DEPARTMENT OF CORRECTIONS - AAffffiirrmmaattiivvee  AAccttiioonn  PPllaann    22001111  --  22001133  BBiieennnniiuumm  
 

PAGE | VI-126 

 
DOC-Management of Injured Workers Policy 20.5.17 
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Request for Self-Identification of Race/Ethnicity, and Veteran 
Status for Affirmative Action/Equal Opportunity Employment 
 

“Insert Date” 
 
Employee Name 
Address 
State, OR 12345 
 
 
Re: Request for Self-Identification of Race/Ethnicity, and Veteran Status for 

Affirmative Action/Equal Opportunity Employment (EEO) Data Reporting 
 
Dear Employee, 
 
As you may know, the Oregon is required to report EEO data to the federal government.  
To date, we have asked employees to self-identify their race/ethnicity, and have given the 
option for employees to decline to self-identify. We have recently learned that in order to 
be in compliance with federal EEO reporting requirements, agencies are required to 
provide race/ethnic information for all employees, even those who wish not to self-
disclose. You have received this letter because your employee record on the statewide 
personnel data system indicates that we either do not have race/ethnic data recorded for 
you, or that you have declined to self-identify in the past. 
 
In light of this new information, we are giving employees who have previously declined to 
self-identify an opportunity to do so now. The conditions under which this data is 
collected and used is explained on the attached “Self-Identification Form.”  Submission of 
this information is voluntary; refusal to provide it will not subject you to any adverse 
treatment. The information obtained will be kept confidential and may only be used in 
accordance with the provisions of applicable federal laws, executive orders, and 
regulations, including those which require the information to be summarized and reported 
to the federal government for civil rights-enforcement purposes. We hope you will 
consider completing the attached form. Completed forms may be returned to me via inter-
office shuttle at: agency contact/address. 
 
Please keep in mind that if you choose not to identify your race/ethnicity at this time, the 
federal government requires the state to determine this information by visual assessment: 
As you might imagine, this rarely results in accurate information. Agencies are required to 
update their records by Insert Date. If you intend to send in your Self-Identification Form, 
please do so prior to this date. 
 
We appreciate your consideration.  Please feel free to contact me with any questions via 
email or phone at: contact info. 
 
Sincerely, 
 
HR Manager 
Attachment 
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Voluntary Self-Identify Race/Ethnicity and Veteran Status for Affirmative 
Action/Equal Opportunity Employment (EEO) Data Reporting 
 
The information below will be use for statistical purposes to comply with federal reporting 
requirements and to help in developing and monitoring our Affirmative Action Plan and 
diversity initiatives. Thank you for your participation. 
 
Sex 

 Male     Female 

Race/Ethnicity 
Please check one or more of the following categories to identify your race/ethnicity.  

 American-Indian or Alaskan Native: All persons having origins in any of the original 
peoples of North America, and who maintain cultural identification through tribal 
affiliation or community recognition. 

 Asian: All persons having origins in any of the originals peoples of the Far East, 
Southeast Asia or the Indian subcontinent. This area includes, for example, China, Japan 
and Korea. 

 Black or African-Ame rican: All persons having origins in any of the black ethnic 
groups. 

 Hispanic or Latino: All persons having origins in any of the Mexican, Puerto Rican, 
Cuban, Central or South America, or other Spanish cultures, regardless of race. 

 Native-Hawaiian or Other Pacific Islander: All persons having origins in any of the 
original peoples of the Pacific Islands. This area includes, for example, Hawaii, the 
Philippine Islands and Samoa. 

 White (Not of Hispanic origin): All persons having origins in any of the original peoples 
of Europe, North African or the Middle East. 

 Two or More Races: All persons claiming origins in more than one of the above 
racial/ethnic categories. 

 Decline to answer 

 
Veteran 
Are you a Veteran of the United States Armed Forces? 

 Yes     No 
 
 
 
 
Employee Signature:            Date:  
  
 
 
Employee Print Name:         
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Section VII. 

Appendix B 
 

Federal Laws 
 
 

A. Age Discrimination in Employment Act of 1967 (ADEA) 
B. Disability Discrimination Title I of the Americans with Disability Act of 

1990 
C. Equal Pay and Compensation Discrimination Equal Pay Act or 1963, and 

Title VII of the Civil Rights Act of 1964 
D. National Origin Discrimination Title VII of the Civil Rights Act of 1964 
E. Pregnancy Discrimination Title VII of the Civil Rights Act of 1964 
F. Race/Color Discrimination Title VII of the Civil Rights Act of 1964 
G. Religious Discrimination Title VII of the Civil Rights Act of 1964 
H. Retaliation Title VII of the Civil Agency Affirmative Action Policy 
I. Sex-Base Discrimination Title VII of the Civil Rights Act of 1964 
J. Sexual Harassment Title VII of the Civil Rights Act of 1964 

 
 
 

2011-2013 Affirmative Action Plan 
Department of Corrections 
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Prohibited Employment Policies/Practices 
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Age Discrimination 
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Disability Discrimination 
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Equal Pay Act of 1963 
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National Origin Discrimination 
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Pregnancy Discrimination 
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Race/Color Discrimination 
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Religious Discrimination 
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Retaliation 
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Sex-Based Discrimination 
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