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OREGON YOUTH AUTHORITY

Policy Statement

Oregon
: Youth
S, Alithority

N

Part | - Administrative Services

Subject
Disability and Reasonable Accommeodation

Date of Last
Review:

07/25/08

Effective Date;

1111996

Supersedes:

N/A

Section — Policy Number:

D: Personnel Management - 1.3

Related » The Americans with Disabilities Act (ADA) of 1990
Standards * (The American with Disabilities Act Public Law 101-336)
and * The Rehabilitation Act of 1973

References: » ORS Chapter 240 (State Personnel Relations)

ORS Chapter 859A (Unlawful Discrimination in Employment,
Public Accommodations and Real Property Transactions;
Administrative and Civil Enforcement)

» Department of Administrative Services, Human Resource
Services Division (DAS-HRSD), Classification (Human Resource
Services Division)

» OYA policy: 0-3.1 (Equal Employment Opportunity and

Affirmative Action)

Related o

Procedures:

Interpretation: Approved:

Employee Services @ Q M‘
~ Mk,

Robert S. Jester, Director

I PURPOSE:

This policy provides staff information on OYA's reasonable accommodation to
persons with disabilities.

Il. POLICY DEFINITIONS:
None.
1. POLICY:

It is the policy of the OYA to provide reasonable accommodation to staff,
applicants, offenders, and members of the public who tuse OYA offices and
facilities. The agency will actively seek out and encourage persons with
disabilities to apply for employment positions in the agency.
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The rights of persons with disabilities are protected under federal and state laws.
Reasonable accommodation is a provision required by law. This policy ensures
the implementation of Civil Rights Laws which are designed to enhance job
opportunities, to provide for convenient access to all public facilities, and to
prevent discrimination in employment based on disability.

Persons with disabilities, who either apply for, are currently employed by or work
on contract with this agency, will be provided reasonable accommodation when
requested, if such measures are not an undue hardship on the agency.

IV. GENERAL STANDARDS:

A.

The following criteria will be used for reasonable accommodation:

1.

3.

The person must meet minimum qualifications and pass experience
and test criteria established for the position.

The person must demonstrate he/she is able to perform the
essential functions of the job, with or without accommodation.

Medical documentation must be provided to establish eligibility.

Severely disabled

1.

Exams

a)

b)

Hiring

b)

Persons certified as severely disabled by the Department of
Human Services, Office of Vocational Rehabilitation
Services (DHS-OVRS) need not take exams for state jobs.

They will be given the opportunity to interview for open,
vacant, authorized positions using the minimum
qualifications established in the DAS-HRSD class
specifications and those qualifications described in the
position description.

Severely disabled individuals may be appointed as
temporary staff, on a non-competitive basis.

After having satisfactorily completed 90 days of service, the
person shall be placed on trial service status for a
permanent appointment without additional examination.

Discrimination

Discrimination or harassment based on an individual's disability is
prohibited by federal law.
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An individual who believes hefshe is a victim of discrimination may:

a) Contact his/her Supervisor/Manager and/or a central Human
Resource Analyst for assistance.

b) File a grievance with his/her union if represented.

c) File a complaint with the agency by writing to the Director.

d) File an external complaint with the Bureau of Labor and
Industries or the Equal Employment Opportunity

Commission.

Internal complaints should be filed within 30 days of the
incident so the issue can be addressed promptly.

Retaliation for having filed a discrimination complaint is strictly
forbidden by law.

Policy distribution and training

1.

Senior management staff will be briefed on this policy at both the
Superintendent’'s/Camp Director's and administrative team
meetings.

A copy of this policy will be provided to each new staff during
orientation. '

When first established, copies of this policy will be distributed to
current staff through payroll distribution.

Reasonable accommodation for the disabled will be among the
topics covered when OYA conducts supervisory/management
training on equal opportunity, civil rights, or diversity.

Confidential medical records

1.

2.

Disabled staff are to be treated fairly and with respect.

To the extent possible, sensitive medical information regarding an
applicant’s or staff's disability will be protected as confidential
information.

Medical documents are not filed in the official personal file. The
distribution of such material is strictly restricted by regulation.

Communication

1.

Persons with speech or hearing disabilities can communicate with
the agency by using the toll-free relay service provided by the
Public Utility Commission.
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2. Technical assistance is available from the Oregon Disabilities
Commission and the Civil Rights Division, U.S. Department of
Justice. {

V., LOCAL OPERATING PROCEDURE or PROTOCOL REQUIRED: NO
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OREGON YOUTH AUTHORITY

Policy Statement

Qregoi
Youth
Ry Auithority

Part 0 - Mission, Values, Principles

Subject

Harassment-free Workplace

Section — Policy Number: Supersedes: Effective Date: Datq Qf Last

0-3.0 1-D-1.2 (1/96) | 02/27/2006 fg}”;;;’goos
Related » 42 USC §2000d, Title VI of Civil Rights Act of 1964

Standards * ORS 659a.030 (Discrimination because of race, religion, color,
and sex, national origin, marital status or age prohibited)

References: * ORS Chapter 240 (State Personnel Relations)
* ORS 243.305; ORS 243.315 (Affirmative Action)
* Department of Administrative Services, Human Resource Services
Division (DAS-HRSD) 50.010.01 (Harassment-Free Workplace)
* OAR 105.040.001 (Equal Employment Opportunity and Affirmative
Action)
* American Correctional Association, Standards for Juvenile
Correctional Facilities; 3-JTS-1C-07-1 (Prohibition of Sexual
Harassment)
= Collective Bargaining Agreements (AFSCME Local 191, SEIU)
= OYA policy: 0-2.1 (Professional Standards)
0-2.4 (Conflict of Interest)
0-3.1 (Equal Employment Opportunity and Affirmative
Action)

0-5.0 (Violence-free Workplace)

Procedures:

Interpretation: Approved:

Human Resources Section ,Bﬁﬁr S /gﬂ,v{

Bobby S. Mink, Director

I PURPOSE:

The OYA recognizes that harassment in any form undermines the agency's
mission. This policy defines and prohibits all forms of harassment in the
workplace, articulates management's responsibilities and provides remedies for
staff if they have experienced harassment by a coworker.
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POLICY DEFINITIONS:

Harassment: A form of offensive treatment or behavior which to a reasonable
person creates an intimidating, hostile or abusive work environment. Harassment
may include, but is not limited to, verbal harassment, such as racial epithets,
ethnic or sexual jokes, inappropriate use of sexually explicit language,
demeaning and derogatory comments; physical harassment, such as unwanted
touching, physical interference with normal work or movement, or assauit; visual
or audio harassment, such as derogatory or sexually or racially offensive posters,
degrading songs, cartoons, or drawings in any form, including written, computer
generated or telephonic; and sexual harassment.

Sexual harassment: Any advance, request for sexual favors or other verbal or
physical conduct of a sexual nature when:

1. submission to such conduct is made whether explicitly or implicitly a term
or condition of an individual's employment;

2. submission to, or rejection of, such conduct by an individual is used as the
basis for employment decisions affecting that individual; or

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

POLICY:

The OYA values its workforce and believes that staff have the right to work in an
environment that is free from harassment. Harassment violates human dignity,
undermines integrity, and diminishes morale. The OYA will maintain a work
environment free from behavior, action or language that may be perceived as
harassment. Staff have the responsibility to conduct themselves in accordance
with this poiicy o maintain an environment that is free from harassment.
Therefore, abusive, demeaning, or hostile behavior will not be tolerated and is
subject to the complaint process of this policy.

In addition, any harassment based on race, color, national origin, physical or
mental disability, age, religion, sex, sexual orientation, and marital status is a
violation of state and federal law and unacceptable conduct, and will not be
tolerated. Staff that have been subjected to harassment that is a violation of
state and federal law, have the option to pursue any of the complaint processes
described in this policy.

It is the responsibility of each staff to promote a positive and affirming workplace
environment free from intimidation, harassment and discrimination. The OYA
encourages staff to take action if they experience unwelcome behavior. Staff
have the right, and are encouraged to communicate such concerns in the
manner they feel is most safe, including, but not limited to, advising the offending
person about his/her behavior.
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V.

The OYA is commitied to promoting a professional work environment for staff.
However, it is not the intent of the OYA {o interfere with social interaction or
relationships freely entered into between staff unless those interactions and
relationships have a negative impact on morale, performance in the workplace,
or the work environment,

The OYA recognizes that staff who work directly with offenders are routinely
exposed to the risk of harassing behavior. However, this policy pertains to the
prohibition of and complaint processes if harassing behavior is experienced,
observed or reported by management, staff, contractors, and the public while
working for the OYA. While harassing behavior of any type is not tolerated within
the OYA, staff response to situations involving offenders will be handled
according to OYA policy and local procedure that defines appropriate action in
those situations.

It is the policy of the OYA that all staff will participate in harassment-free
workplace training when offered.

GENERAL STANDARDS:

A. Harassment in any form is prohibited, whether between management staff
and subordinates; lead workers and subordinates; contractors, the public,
or coworkers.

B. A substantiated incident of any form of harassment or retaliation for
reporting harassment or failure to cooperate in an investigation will result
in corrective action, which may include disciplinary action, up fo and
including dismissal of the staff or termination of volunteer assignments.

C. Management Responsibilities (Includes Executive Staff)

1. Management staff are expected to be alert to activity in the
workplace which may constitute harassment of any form and have
a duty to initiate immediate and appropriate action whenever they
witness or become aware of interactions or conditions which may
be construed as harassment.

2. Management staff will consult with Human Resources Section to
discuss the alleged harassing behavior they have observed, or
which others have brought to their attention.

a) The reporting management staff and the Human Resources
Manager/designee will determine the best approach for
addressing the questionable behavior and determine
appropriate corrective action to be taken, if any.

b) In the investigation of harassment allegations, the OYA will
provide confidentiality for both the complainant and the
alleged respondent to the greatest extent possible,
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D.

E.

Management staff should avoid developing close personal or
romantic relationships with any staff who reports directly or
indirectly to them. However, if such a relationship does develop,
the management staff will notify their immediate supervisor, the
appropriate Assistant Director, or Director/Deputy Director, and
Human Resources Manager of the relationship so appropriate
steps can be taken to remove the conflict of interest. (See OYA
policy 0-2.4 Conflict of Interest.)

Failure to make such relationships known may result in disciplinary
action to include dismissal from state service.

Management staff are expected to communicate this policy to their
subordinates and to provide leadership in carrying out its intent,

s
Management staff that are aware of, know, or should have known
of workplace harassment and fail to report such behavior or fail to
take immediate and appropriate corrective action will be subject to
disciplinary actions up to and including dismissatl. i

Staff Responsibilities

1.

Staff have the following options to address harassing behavior:

a) Inform the offending individual of the harassing behavior and
requesting that the behavior stop. If staff choose to inform
the offending individual of the harassing behavior, it is
recommended that the staff document the conversation.

b) Inform management staff of the harassing beha\fior.

c) Inform the offending individual and management staff of the
harassing behavior.

If a management staff engages in conduct/behavior which may
constitute harassment, the staff will report the behavior to the next
immediate management staff or Human Resources staff.

Complaint Process Procedure

1.

Staff may pursue the complaint process described in Section IV of
this policy for any alleged harassment.

The following sets out the process for the filing of an internal
harassment complaint,

a) Staff;

(1) Reports incident(s) to his/her Supervisor/Manager, any
other management staff, or the Human Resources
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Manager/designee. Staff may file an oral or written
complaint.

(2) SElU-represented staff may have union representation
during this process.

b} Supervisor or Manager: Documents the report and
immediately contacts the appropriate Supervisor/Manager or
the Human Resources Manager/designee with the oral or
written complaint.

c) Human Resources Manager/designee: Determines what
action will be taken. Such action includes, but is not limited
to:

(1) recording the complaint in writing;
(2) informing the alleged harasser about the complaint;

(3) investigating the complaint;

(4) determining whether the alleged conduct occurred and
the appropriate type and level of corrective action, if any;

{5) implementing corrective or disciplinary action pursuant to
the collective bargaining agreement and/or state policy
as appropriate;

(6) responding tc complainant and alleged harasser in
writing within 30 days of receiving the complaint.

F. Harassment that is a Violation of State or Federal Law

1.

If the alleged harassment is a violation of state or federal law (i.e.
harassment based on race, color, national origin, physical or mental
disability, age, religion, sex, sexual orientation, and marital status),
the complainant may pursue any complaint process described in
Section 1V of this policy and any of the complaint processes that
follow, as appropriate.

Grievance Process Procedure

a) Classified represented staff may file a grievance in
accordance with SEIU collective bargaining agreement, or
the American Federation of State, County or Municipal
Employees (AFSCME) collective bargaining agreement,
whichever is applicable.

b) Classified unrepresented, unclassified unrepresented,
management, executive service or temporary employees,
-volunteers cannot file a grievance through a collective
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bargaining agreement, but may file a complaint in
accordance with this policy.

3. In addition to the complaint process articulated ahove, staff may (
choose to pursue their harassment complaint with the entities
described in below.

a) Staff may contact OYA Human Resources Section, the
Oregon Bureau of Labor and Industry (BOLI), or the Equal
Employment Opportunity Commission (EEOC) to determine
if the harassing behavior is illegal.

b) Staff may file a complaint directly with any of the following
agencies:

(1) Oregon Bureau of Labor and Industry (BOLI)
Civil Rights Division
800 NE Oregon Avenue #32
Portland OR 97323
503-731-4106 (voice or TDD)

(2) Equal Employment Opportunity Commission
(EEOC) Seattle District Office
909 First Avenue Ste 400
Seattle, WA 98104-1061
206-220-6883 (voice) 206 220-6882 (TTD) (

V. LOCAL OPERATING PROCEDURE or PROTOCOL REQUIRED: NO
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OREGON YOUTH AUTHORITY

Policy Statement

Oregon
. Youth |
g Atithority

Part 0 — Mission, Values, Principles

Subject

Violence-free Workplace

Section — Policy Number: Supersedes: Effective Date. [ Date of Last

0-5.0 I-C-7.2 (06/03) } 12/15/06 Review/Revision:
None

Related * ORS 278.120 (Claims management)

Standards = Department of Administrative Services, Human Resource

and Services Division (DAS-HRSD): 560.010.01 (Harassment-Free

References: Workplace); 50.010.02 (Viclence-Free Workplace)

» OR-OSHA Training: (Training, Violence in the Workplace)
Crealing a Workplace Violence-Prevention Program

» OYA policy: 0-2.0 (Principles of Conduct)
0-3.0 (Harassment Free Work Place)
0-3.1 (Equal Opportunity and Affirmative Action})
0-5.0 (Firearms in the Workplace)
|-C-7.0 (Safety Program)
I-C-7.1 (Emergency Situations in Offices)
I-B-1.1 (Use of Physical Intervention and/or
Restraints in Facilities)
lI-B-1.2 (Use of Isolation in Facilities)

» OYA forms. YA 8300 (Incident/Accident/Hazard Report)

Related « None
Procedures:

Interpretation: Employee Services | Approved:

@?m e

Robert S. Jester, Director

. PURPOSE:

This policy provides guidelines for OYA staff in responding to violent or
potentially violent behavior in the workplace by people other than offenders.
Specifically, this policy addresses interactions between supervisor/managers and
staff; staff and other staff; and staff and non-staff.
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POLICY DEFINITIONS:

Workplace violence: Workplace violence includes, but is not limited to, any
threat, intimidation, or other disruptive behavior that frightens staff. It includes
any form of treatment or behavior which, to a reasonable person, is hostile,
abusive or offensive and is perceived as intent to cause physical or psychological
harm or damage to property, including:

» oral or written statements, gestures, or expressions that communicate a direct
or indirect threat;

= threatening or disruptive behavior; or

* behavior in any form that may lead to immediate danger of physical and/or
emotional harm of individuals.

POLICY:

The OYA is committed to providing an emotionally safe, respectful environment
free of intimidation, hostility, harassment, humiliation, isolation and other
disruptive behaviors. Such protection applies to all persons who work at or visit
facilities or offices, including staff, offenders, volunteers, visitors, and service

providers.

Staff are responsible for maintaining a safe and healthful work environment.
Preventing violence takes good observation skills, awareness of the
environment, willingness to report and interest in the safe functioning of the
workplace.

The OYA recognizes that staff who work directly with offenders are routinely
exposed to the risk of threatening or violent behavior. While violence of any type
is not tolerated within the OYA, staff response to situations involving offenders
will be handled according to OYA policy and local procedure that defines
appropriate action in those situations.

GENERAL STANDARDS:
A. The OYA will respond to all workpiace violence.

1. This policy applies to the interactions involving the following
persons:

a) Supervisor/Managers and staff;
b) Staff and other staff; and
c) Staff and non-staff.

2. When workplace violence involving offenders occurs, staff will refer
to policy and local procedure that define appropriate actions in
those situations.
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3. Staff who participate in or retaliate against a person who reports
workplace violence are subject to discipline up to and including
dismissal.

Under no circumstance is any type of firearm, weapon, ammunition, or
destructive device to be brought into a facility. Law enforcement
personnel will be notified that weapons will be secured outside the
perimeter of a facility or with security staff.

Staff who obtain a protective or restraining order that lists OYA locations
as protected areas must provide a copy of the order to the Employee
Services Manager.

1. in the event both parties listed in the restraining order are staff, the
OYA will expect staff to comply with the order during the workday.

2. To the extent possible, the OYA will maintain confidentiality with
respect to the privacy of the reporting staff.

immediate threat

Immediate threat situations are those in which staff observe any form of
behavior that may lead to immediate danger of physical and/or emotionai
harm. In those situations, staff will:

1. Assess the situation to determine whether it is safe to enlist the
support of other persons on site or by calling 911,

When possible and without increased risk to persons, contact law
enforcement (dial 911) if firearms or other weapons are present.

2. Remain calm and employ nonphysical skills to de-escalate
aggressive behavior;

a) Staff should attempt to remove him or herself from the
situation, or isolate the violent person, if doing so would not
increase risk.

b) Staff will not take any action that will risk histher own safety
or the safety of other individuals. This is not meant to
prohibit a person from using physical force for self-defense
or to defend a third person if necessary.

c) No attempt should ever be made to restrain or forcibly evict
an angry or armed person from the premises.

d) When it is safe {o do so, notify others in the area of the
situation so they might avoid the immediate area.
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3. Refer to the worksite emergency plan for specific procedures
relevant to that location.

Incident debrief

After the incident, the Supervisor/Manager will obtain a written statement,
Incident/Accident/Hazard Report (YA 8300), from all persons who were
involved in or witnessed the incident and conduct an incident debrief.

1. The OYA may request a critical incident stress debriefing. This
may involve the Employee Assistance Program (EAP) provider.

2. The debrief information will also be used to identify corrective
action to prevent or better respond to future similar events.

Perceived threat

1. Any person who makes threats, exhibits threatening behavior, or
engages in other disruptive behavior may be removed from OYA
premises as quickly as safety permits and may be required to
remain off the premises pending the outcome of any review.

2. When an allegation of threatening behavior is made, the OYA will
immediately investigate or request an investigation by the
appropriate authority.

3. A review of the charges will be conducted for the protection of staff
or individuals involved and the OYA.

4, The OYA will not tolerate any retaliation toward a staff who has
reported threatening behavior or is cooperating in such an
investigation.

5. Any individual who observes or believes he/she has been subjected
to any kind of disruptive behavior or conduct, or has witnessed or
received information of such conduct will submit a written notice to
his/her Supervisor/Manager, any Supervisor/Manager, or Employee
Services that includes:

a) An explanation of the situation;
b) Identification of personsA involved;
¢) The date the action(s) occurred; and
d) The relief requested.
6. The Supervisor/Manager or Employee Services will review the
alleged incident(s) and respond to the staff with written confirmation

of the review. If the review substantiates the incident, appropriate
action will be initiated.
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G.

Preventative measures

1.

The OYA will post a copy of this policy in locations visible to staff
and visitors.

Employee Services will provide an overview of this policy during
New Employee Orientation.

The OYA will respond to any workplace violence vulnerability or
hazards identified by OR-OSHA during its routine inspections.

V. LOCAL OPERATING PROCEDURE or PROTOCOL REQUIRED: NO
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OREGON YOUTH AUTHORITY

Policy Statement

Oregon
. Youth
g Authority §

Part | — Administrative Services

Subject
Job Rotations, Transfers, and Promotions
Section — Policy Number: Supersedes: Effective Date: | Date of Last

I-D-2.5 (4/4/02) 12/2002 Review:

D: Personnel Management - 3.3 I-D-2.4 (8/6/96) 07/25/2008

Related = OAR 105-40-020 (Filling Positions)

Standards » American Correctional Association; Standards for Juvenile

and Correctional Facilities; 3-JTS-1C-08 and 3-JTS-1C-09 (Selection
References: and Promotion)

» State of Oregon Website www.oregon.gov
» Department of Administrative Services, Human Resource
Services Division (DAS-HRSD): 50.015.01 (Job Rotation)
40.045.01 (Transfers)
» Applicable Collective Bargaining Agreements: SEIU, AFSCME
* OYA Form: YA 8006 (Job Rotation Assignment Agreement)

Related None
Procedures:

Interpretation: Ap d:

Employee Services

Rober S. Jester, Director

L PURPOSE:

This policy provides OYA staff information regarding job rotations, transfers, and
promotions.

. POLICY DEFINITIONS: |
None.
IH. POLICY:
The OYA recognizes that it is a benefit to staff, the OYA, and other state

agencies to encourage new job assignments through the use of job rotations,
transfer, or promotion of staff.
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IV. GENERAL STANDARDS:

A

Notification

Central Employee Services will distribute announcements of OYA job
opportunities on a weekly basis.

1. The announcements will include the classification and location of
each position to be filled.

2. Each facility or local office will place these announcements on a
general-interest hulletin board.

3. It is the responsibility of interested staff to pay attention to
announcements and to make proper and timely application.

4. Staff may access the State of Oregon website for general state
employment opportunities.

Job rotation assignments

There are two types of rotational assignments - developmental rotations,
and career enhancement rotations.

1. Developmental rotations - provide staff with the opportunity to
acquire new sKills that may qualify them for other positions. Staff is
normally not expected to initially perform the full range of duties, but
will be expected to develop the skills necessary to perform them
during the term of the rotation.

2. Career enhancement rotations - provide staff the opportunity to use
existing knowledge and skills in a new setting. Staff is expected to

satisfactorily perform the full range of duties from the onset of the
assignment.

General specifications

1. Staff requesting consideration for a job rotation assignment must
have supervisory approval.

2. Each job rotation must be documented using OYA form YA 8006
(Job Rotation Assignment Agreement).

3. A signed copy of the YA 8006 will be sent to central Employee
Services to be filed in the staff's personnel file.

4. Job rotations shouid not last more than two years.

Exceptions to this time limit must be approved by the agency's
appointing authority.
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5, A staff on job rotation will normally retain his/her same salary.

If the duties and responsibilities of the job rotation assignment are
of a higher level than the staff's permanent position, the
supervisor/manager may, at any time during the assignment,
request work-out-of-class pay on behalf of the staff. It must first be
determined the staff is satisfactorily performing the full range of
duties and responsibilities of the assignment.

6. Miscellaneous expenses (i.e., travel, per diem, etc.) involved in a
job rotation assignment will be borne by the receiving unit.

7. Vacancies resulting from a staff participating in a job rotation
assignment may be double-filled.

8. Intra-agency job rotation agreements require review by each
agency's Contracts Unit.

D. Transfers

The OYA recognizes that it is to the benefit of the staff and the agency to
consider internal transfer candidates for positions.

1. Qualifications for transfers are listed in the DAS-HRSD policy
referenced above and applicable Collective Bargaining Agreements.

2. The OYA will allow staff a reasonable amount of time away from the
job without charge to vacation, compensatory time, or leave without
pay for the purpose of interviewing for positions in state service.

a) For interviews in the local area, two hours is generally
considered “reasonable.”

b) For interviews where travel is necessary, the agency will
allow up to one day agency time, but will not allow per diem
reimbursement or use of a state vehicle for these purposes.

If more than one day is needed, staff must use hisfher own
time or schedule around his/her days off.

E. Promotion
The OYA encourages promotion of its staff.
1. The OYA will allow staff a reasonable amount of time away from
the job without charge to vacation, compensatory time, or leave
without pay for the purpose of interviewing for positions in state

service.

2. For interviews in the local area, two hours is generally considered
“reasonable.”
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3. For interviews where travel is necessary, the agency will altow up to
one day agency time, but will not allow per diem reimbursement or
use of a state vehicle for these purposes.

4, If more than one day is needed, staff must use his/her own time or
schedule around his/her days off.

V. LOCAL OPERATING PROCEDURE or PROTOCOL REQUIRED: NO
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OREGON YOUTH AUTHORITY

Policy Statement

Oregon
. Youth
g Authority

Part | — Administrative Services

Subject
Staff Exit Survey — Department of Administrative Services (DAS)
Section — Policy Number: Supersedes. Effective Date: | Date of Last

D: Personnel Management -3.5.a | N/A 03/28/2008 | oV Rovsion

Related = OYA policy: 1-D-3.5 (Exit Interviews)
Standards
and
References:

Related » None
Procedures:

Interpretation:

Ap ed: '
Employee Services Q ‘Aﬂ('

Robert S. Jester, Director

h PURPOSE:

This policy implements the Department of Administrative Services (DAS)
confidential electronic exit survey of staff leaving the OYA as a result of
resignation or transfer to another state agency.

H. POLICY DEFINITIONS:
None

Hi.  POLICY:

The State of Oregon and OYA is concerned with the occupational satisfaction of
its staff and in retaining well-qualified and capable staff. In order to ensure a
working climate conducive to productivity and job satisfaction, it is essential that
management at all levels of the agency be aware of staff perception of the
agency and concerns that contribute to a staff's departure.

This policy describes the DAS exit survey facilitated by Employee Services to
solicit feedback from staff leaving state service or transferring to another state
agency.
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IV.  GENERAL STANDARDS:

A

Notice of Resignation or Transfer

Upon receipt of notice from staff of their intent to resign from state
employment or transfer from OYA to another state agency, the
supervisor/manager will immediately notify a Human Resources Assistant
in the Employee Services Unit by email of such event.

Notice to Staff

1.

A Human Resource Assistant will immediately send an email to the
staff's work email address with the foliowing message and current
link to the Department of Administrative Service’s survey:

We understand that you are leaving your position in our agency.
We appreciate your feedback as an employee of state government
and would like to fearn more about your employment experience.
The survey you are about to complete has been created by the
State of Oregon to gather data about why people take jobs in state
government, their employment experience and why they choose to
change jobs. The responses you offer are strictly confidential and
will be used only to assess how we are performing as an employer
and what areas we can improve upon. This is a web-based survey
tool that does not require your identification. You may use state
equipment to access the survey or access the survey through any
internet connection.

The information you can provide is very important to us. Please
take the time to complete the survey. Thank you.

The DAS staff exit survey data will be compiled and communicated
to OYA according to DAS policy.

V. LOCAL OPERATING PROCEDURE or PROTOCOL REQUIRED: NO
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OREGON YOUTH AUTHORITY

Policy Statement

Oregon
Youth

Part | — Administrative Services

Subject

Agency Training Program

Related
Standards
and
References:

Related
Procedures:

Section — Policy Number: Supersedes: Effective Date; | Date of Last

D: Personnel Management — 3.8

I-D-2.11 (06/99) | 09/29/2009 | Review/Revision:
I-D-3.8 (09/02 None

» American Correctional Association, Standards for Administration
of Correctional Agencies; 2-CO-1D-01 (Program Coordination and
Supervision; 2-CO-1D-04 (Training Resources)

= American Correctional Association, Standards for Juvenile
Correctional Facilities; 3-JTS-1D-01 (Program Coordination and
Supervision); 3-JTS-1D-02 (Training Plan)

» DAS policy 50.045.01 (Employee Development and

Implementation of Oregon Benchmarks for Workforce
Development)
» QYA policy:I-D-3.9 (Staff Training)

= None

Interpretation:

Approved:
Business Services /5 = @
Training Academy :

Colette S. Peters, Director

l. PURPOSE:

This policy describes OYA's staff training development process.

il POLICY DEFINITIONS:

Cabinet: An administrative group that provides oversight of agency operations.

Design teams: Workgroups of content experts who are convened at the request
of Cabinet to develop curriculum and an implementation plan for specific training
topics or needs. Design team members include OYA staff and representatives
from various juvenile justice stakeholder groups. Membership varies according
to topic and need.
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lil.  POLICY:

OYA recognizes its staff as its greatest resource. Investing in staff development

and enhancing staff knowledge, skills, and abilities is one of the agency’s highest {
priorities. OYA has a planned, coordinated training program that prioritizes

training requests, curriculum design/review, agency approval, evaluation and

monitoring, and on-going quality improvement.

IV. GENERAL STANDARDS:
A. Training program

OYA’s training program is designed to assess, develop, implement, and
monitor dynamic training within the agency. This program:

1. Identifies and plans for training needs that are essential to all staff;
2. Addresses specialized needs and skills;
3. Supports implementation of new agency initiatives; and
4, Assures that training remains current and is sustained over time.
B. Agency responsibilities
The training program includes agency staff and identified stakeholder ( '

participation to ensure the curriculum and implementation plans reflect the
OYA mission, values and training goals.

1. Cabinet
a) Reviews, requests, approves and prioritizes agency training
needs.
b) Reviews and approves agency training plan and goals.
c} Establishes design team leaders and provides direction to
membership.

d) Designates mandatory training.

e) Commits necessary resources to meet established training

priorities,
f) Communicates OYA training policy and values.
2. Design Team

a) Reviews Cabinet's guidance and establishes objectives for
task.
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b)

d)

Works collaboratively with the Training Academy to conform
to training standards when designing training.

Considers three key areas when designing training:
(1Y  Training curriculum content;

(2)  Governance issues including rule, policy, and
procedural changes/supports necessary; and

(3)  Reinforcement of training materials and assurance of
post-training competencies.

Develops continuous quality improvement and
communication plans to ensure successful implementation of
approved recommendations.

3. Training Academy

a) Consults with agency managers to develop the biennial
agency training plan and presents the plan to Cabinet.

b) Reviews design team work product (curriculum and
implementation plan} and prepares recommendations for
presentation to Cabinet.

c) Works collaboratively with design teams to define curriculum
goals, content and training delivery concepts.

d) Develops procedures to facilitate the operation of the
Training Academy.

e} Develops, coordinates, and provides training to accomplish
the agency training plan.

f) Creates and distributes the OYA training caiendar.

a) Documents staff training. (See related policy I-D-3.9, Staff
Training.)

4. Local offices and facilities

Review draft curriculum and implementation plans upon design
team request.

V. LOCAL OPERATING PROCEDURE or PROTOCOL REQUIRED: NO
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OREGON YOUTH AUTHORITY

Policy Statement

Oregon
.. Youth
S A uthorty

Part | — Administrative Services

Subject

Staff Training and Development

Related
Standards
and
References:

Related
Procedures:

Section — Policy Number: Supersedes; Effective Date: | Date of Last

I-D-3.9 (9/02) | 09/29/2009 | Review/Revision:

D: Personnel Management — 3.9 -D-3.9 06/03 None

» DAS policy 50.035.01 (Performance Management Process)

» DAS policy 50.045.01 (Employee Development and
Impiementation of Oregon Benchmarks for Workforce
Development)

= American Correctional Association, Standards for Juvenile
Correctional Facilities; 3-JTS-1D-01 (Program Coordination and
Supervision); 3-JTS-1D-02 (Training Plan) :

« OYA policy: 0-2.1 (Professional Standards)

I-D-3.8 (Agency Training Program)
I-E-3.0 (Public Statements, Representations, and
Media Requests)

= OYA forms: YA 1200 (Training Roster)

YA 1203 (New GLC Training Notification Letter)
YA 1204 (Training Feedback)
YA 2229 (Out-of-State Travel Authorization)

» None

Interpretation:

Approved:

Business Services
Training Academy %JW“

Colette S. Peters, Director

I PURPOSE:

This policy addresses the OYA staff training and development process,
standards and the role of the Juvenile Justice Training Academy.

Il POLICY DEFINITIONS:

Cabinet: An administrative group that provides oversight of agency operations.

Design teams: Workgroups of content experts who are convened at the request
of Cabinet to develop curriculum and an implementation plan for specific training

topics or needs. Design team members include OYA staff and representatives
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from various juvenile justice stakeholder groups. Membership varies according
to topic and need.

Professional Development: Organized, planned activities that provide for the
continuous improvement of a staff's job-related knowledge and skills.

Training: An organized, planned, and evaluated activity designed to achieve
specific learning objectives. A training must have a lesson plan and learning
objectives to improve specific knowledge, skills and abilities.

Training expenses: Include, but are not limited to, leave requests, travel and per
diem costs, and tuition expenses.

Qualified OYA trainers: OYA staff who have knowledge and expertise in the
subject matter presented, and are skilled in presenting topics to adult learners.

POLICY:

OYA values a highly productive, well-motivated, and culturally diverse workforce.
OYA will coordinate a comprehensive system of staff development and training
designed to meet the following purposes.

» To help meet internal and external mandates by providing the training
necessary to execute agency policies and procedures in a consistent and
timely manner.

+ To provide effective services to offenders by ensuring that staff have the
basic competencies to carry out their job responsibilities.

+ To enhance staff knowledge, skills, and abilities to perform jobs more
effectively.

+ To provide staff with opportunities for continued personal and professional
development.

The Juvenile Justice Training Academy (Training Academy) will facilitate the
agency’s training to ensure the training needs of local offices and facilities are
met in a consistent manner reflective of the agency's mission and values. The
Training Academy will ensure alil OYA agency staff training curriculum and lesson
plans meet recognized professional standards.

In addition, the Training Academy will develop partnerships with other state
agencies, county juvenile departments, other correctional and juvenile justice
organizations and community colleges in an effort to develop a consistent and
competent continuum of services throughout the State of Oregon.

GENERAL STANDARDS:

A. All OYA agency training presented to staff will use an OYA-approved
lesson plan or curriculum and be presented by qualified trainers.
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Training Academy staff will review curriculum/lesson plans to
ensure compliance with OYA standards and mission and that
instructors are qualified.

OYA agency training must contain:

a) A lesson plan documenting content delivered to participants;

b) Documented learning objectives; and

c) Documented attendance (e.g. training roster).

Training affecting service delivery to offenders (such as a change in field
or facility practice) requires approval from the Cabinet before it is
implemented.

Local supervisors may send staff to observe such training without the
Cabinet's approval when the intent is to gather information to share with
the agency.

Local supervisors must assess the local training needs and collaborate
with the Training Academy regarding service delivery options.

1.

All training requests, including authorization for training expenses,
must be approved by the local supervisor before training begins.

Requests for out-of-state training must be approved by an assistant
director, who will forward the request to the Director’'s Office for
final approval.

Training for other agencies or community partners

1.

Staff will notify their supervisors when asked to represent OYA
while providing training to other agencies or community partners.

The supervisor will review the lesson plan for curriculum
compliance prior to authorizing the training delivery through the
local management structure. The Training Academy director may
be contacted for guidance in this process.

See OYA policy I-E-3.0 (Public Statements, Representations, and
Media Requests) for more details on participation in public events.

Agency training plan

1.

The agency's training plan will be developed biennially and include
annual goals.

The training plan will be approved by Cabinet and reviewed
annually in accordance with OYA policy I-D-3.8 (Agency Training
Program).
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3. Training Academy staff will develop the plan using data from needs
assessments, design team input and current training mandates.

Individual staff development

OYA will develop its staff to enable them to perform their jobs with
excellence.

1. Staff will meet the following agency training goals:
a) New Employee Orientation (NEOQ) training
All new staff will complete 32 hours of NEO training.
(1)  Staff who do not work directly with offenders will
complete NEO training within three months of their

date of hire.

(2)  Staff who work directly with offenders will complete an
additional 80 hours of Basic Training.

These staff will not be posted to positions until they
successfully complete Basic Training.

b) Completion of an applicable on-the-job orientation program
(dependent upon job classification) within the first three
months of employment.

c) Exceptions to these guidelines must be approved by the
Training Academy director and applicable assistant director.

3. Annual training and professional development

a) All OYA staff will complete training annually. Training topics
will include those required according to job classification,
and those that are agency mandated and reflected in the
agency training plan.

OYA encourages participation in professional development
opportunities as identified in staff individual development
plans.

b) Facility staff who work directly with offenders will complete
annual training and professional development activities
totaling, at a minimum, 24 hours.

4. All OYA supervisors will complete the OYA Supervisory Course

within two years after becoming a supervisor for OYA.
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The Training Academy director may approve substitution of another
supervisor training for the OYA Supervisory Course on a case-hy-
case basis.

Approval for non-mandatory training and staff development
activities is a local management decision which will consider:

a)

b)

c)

d)

e)

Local need, including alignment with the staff's development
plan and the work unit’s training needs;

Available training funds (including per diem, travel, tuition,
and staffing costs);

The unit/office ability to meet operating requirements while
the staff participates in training;

Training that meets staff need; and

Fulfilling agency goals, mission.

Specific roles

a)

b)

Supervisors

(1)  Assess and identify staff development and training
needs.

(2)  Facilitate training opportunities to fulfill the training
and development needs of individual staff or working
unit.

(3)  Schedule staff for mandatory training and arrange
workload to facilitate participation in training.

(4)  Approve or deny non-mandatory training and
professional development activities in accordance
with the priorities of the agency training plan, budget
availability and workload coverage needs.

(6)  Ensure participation in and documentation of all
mandatory training and professional development
activities are completed.

Staff

(1)  Assess training and development need in relation to
job duties and developmental goals.

(2) Identify developm=nt plan with supervisor at time of
performance appraisal.
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G.

(3) Provide documentation of completed professional
development activities to supervisor.

(4)  Attend training as approved and scheduled.
(5)  Sign attendance document (roster).

(6) Request and record training as outlined in local
procedures.

(7) Make recommendations for curriculum development

and improvement through the local management
structure.

Training documentation

1.

All training requests will be made in writing by the staff or
supervisor, as appropriate.

OYA will maintain computerized training records to document
specific training and staff development activities a staff has
completed reflecting the date and hours of attendance.

The computerized training records are located in the Juvenile

Justice Information System (JJIS).

a)

OYA-mandated training or agency training approved by the
Training Academy or JJIS Training and Implementation Unit
will be documented on OYA form YA 1200 (Training Roster).

(1)  Agency training approved by the Training Academy

A copy of the YA 1200 will be forwarded by the
qualified trainer to the Training Academy. Designated
Training Academy staff will enter the corresponding
training into each attendee’s training record.

(2)  Agency training approved by the JJIS Training and
Implementation Unit

A copy of the YA 1200 will be forwarded by the
qualified trainer to OYA Central Information Systems.
A-designated Information Systems staff will enter the
corresponding training into each attendee’s training
record.

Completion of training or professional development activities
that do not meet the criteria described in section IV.G.2.a.
above will be documented in the attendee’s training record
by designated staff at the local facility or office.
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(1)  The training or professional development activity must
be authorized or paid for by OYA, or established in
the staff member’s individual development plan.

(2)  Staff are responsible for providing their supervisor
with supporting documentation of the training or
activity.

(3)  An activity is deemed professional development as
determined by the supervisor.

c) OYA staff may view theirindividual training records in JJIS.
H. Staff responsibilities during training sessions
1. Training sessions are considered part of a regular workday. As
such, training participants will maintain professional standards and
be fully prepared to take part in all aspects of the training.
Participants will:

a) Bring required materials,

b) Wear appropriate clothing for the training activity and
appropriate for a professional sefting;

c) Be on time for each training session and promptly return
from announced and designated breaks; and

d) Follow the directives of the qualified trainer or others
presenting the training.

2. Qualified trainers will maintain an appropriate learning environment
by correcting any training participant's activity that is unsafe or
undermines the learning environment.

3. Any training participant failing to follow the reasonabie directives of
a qualified trainer may be considered disruptive and will be subject
to appropriate corrective action.

V.  LOCAL OPERATING PROCEDURE or PROTOCOL REQUIRED: NO
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EXECUTIVE ORDER 08-18

AMENDING EXECUTIVE ORDER 05-01 RELATING TO AFFIRMATIVE
ACTION

On January 26, 2005, [ issued Executive Order 05-01, relating to affirmative action.
That Executive Order directs Agency Directors and Administrators to review and
discuss their affirmative action plans, to initiate training on affirmative action
issues, to include affirmative action responsibilities in key job descriptions and to
conduct Cultural Competency Assessment and Training,

Since the issuance of Executive Order 05-01, many state agencies have met with
the Governor's Affirmative Action Office (GAAO) to review and discuss their
affirmative action plans. The Department of Administrative Services (DAS) has
concluded an audit of position descriptions for the inclusion of affirmative action
duties and has shared audit results with GAAQ. In addition, a number of statc
agencies have completed Cultural Competeney Assessment and Training.

Despite these gains, much more can be accomplished. The State of Oregon
remains committed to the right of all persons to work and advance on the basis of
merit, ability and potential. In order to clarify the provisions of Executive

Order No. 05-01, T antend that order as follows.

NOW THEREFORE, I'T IS HEREBY DIRECTED AND ORDEREID:

1. ‘The GAAO and each Agency Director and Administrator shall
review and discuss each agency’s affirmative action plan and affirmative action
goals to identify resources for improving the hiring and developmental
opportunities of underrepresented persons.

2. To continue the State of Oregon’s progress in the elimination of the
cffects of past and present discrimination, intended or unintended, Agency
Directors and Administrators shall:

a. Provide ongoing leadership in implementing agency's
aftirmative action plan; '
b. Include affirmative action and diversity responsibilities in

executive and/or management job descriptions, as
appropriate, on or before January 31, 2009;

c. Ensure that Affirmative Action Representatives attend
GAAQ’s informational trainings to assist Representatives in
fulfilling their affirmative action responsibilitics;
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d. Post each agency’s affirmative action policy statement in a
visible area. The policy statement shall include contact
information for the agency’s Affirmative Action
Representative:

e. Communicate to all employees about the Affirmative Action
resources available within each ageney and the important
role of Affirmative Action Representatives in responding to
employees’ concerns of discrimination in the arcas of hiring,
relention, promotion and career development;

. Evaluate and assess any trends showing an increase or
decrease in discrimination and/or harassment claims; and
2. Work to improve implementation of the ageney’s affirmative

action plan through the use of performance assessments

and/or performance evaluations.
3. Uinder ORS 659A.012, state agencics are “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.” Periodically, DAS shall conduct audits of agencies
to determine whether management personnel are being evaluated based on
cffectiveness in achieving affirmative action objectives, Results of this audit shall
be provided to GAAOQ.

4. GAAQ will continue to coordinate with DAS in the development
and presentation of training designed to improve employees’ skills and competency
in managing affirmative action and diversity issues.

5. GAAO will continue to monitor agencies” implementation of
Cultural Competency Assessment aid Implementation Services. Agency Directors
and Administrators are strongly encouraged to utilize Cultural Competency
Assessiment and Implementation Services within their agencies if, in the opinion of
GAAO and the Agency Dircctor or Administeator, it is beneficial and appropriate
for the agencies to do so.

6. DAS, in conjunction with GAAQ and the Oregon Department of
lustice, has developed a confidential web-based exit interview survey tool. Ageney
Directors and Administrators shall allow employees to utilize state equipment to
access the Bxit Interview survey and shall encourage all employees to complete the
survey prior to their transfer or departure.




FXECUTIVE ORDER NO. 08-18
PAGE TUREE

7. This Exceutive Order and Executive Order 03-01 expire on
Pecember 31, 2014,

Done al Salem, Oregon, this -~ day of August, 2008,

Theodore R. Kulongoski(
GOVERNOR

ATTEST:

BllliBl‘ddbm v
SECRET ARY OF STAT







EXECUTIVE ORDER NO. EQ - 99-14
EMPLOYMENT OF PEOPLE WITH DISABILITIES

WHEREAS, the 1990 passage of the Americans with Disabilities Act represented an
historical benchmark and a milestone in America’s commitment to full and equal
opportunity for all of its citizens,

WHEREAS, the State of Oregon recognizes that the surest path {0 Oregon’s continued
vitality, competitiveness and resourcefulness is through the full reakization of the

contributions of ali of its citizens,

WHEREAS, work is a valued activily, both for individuals and society and fulfills the
need of an individual to be productive, promotes independence, enhances setf-esteem,
and allows for full inclusion in the mainstream of life,

WHEREAS, the State of Oregon has long recognized the value of maximizing the
employment potential of all ifs citizens, including individuals with disabilitics,

WHEREAS, increased employment of individuals with disabilities can be achieved
throngh the provision of reasonable accommodations and expanded employment
opportunities in the public and private sector,

WHEREAS, individuals with disabilities confinue to encounter various forms of
exclusion and discrimination in the crtical area of employment,

WHEREAS, as a grioup, individuals with disabilities experience staggering levels of
unemployment and poverty,

WHEREAS, the State of Oregon has long recognized the need to ¢liminate the eficcts of
past and present societal discrimination based on physical, mental or developmental
disabilities in which it has played a passive or active role,

WHEREAS, the State of Oregon requires that every stale agency present the affirmative
action objectives and performance of that agency to the Governor and to the Legislative

Assembly, :

WHEREAS, the increasing diversity of Oregon's population demands that we extend our
efforts to maintain our economic viability and provide a high quality of life for all our

citizens,
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WHEREAS, state governmetit can play a leadership role in promoting the employment
of individuals with disabilities by serving as a model employer,

WHEREAS, the state of Oregon has had a state govemnment hiring progeam for
individuals with disabilities for twenty vears,

WHEREAS, the Office on Affinmative Action reporis that the state government
wortkforce has seen a decline in job share by individuals with disabilities,

THEREFORE, IT IS HEREBY ORDERED AND DIRECTED:

b The Department of Administrative Services shall establish a revised state hiring
program to increase the employment of individuals with disabilities in state
service.

2) The mission of the new state hiring program is to create a coordinated and
agpressive state program to bring individuals with disabilities into state {
employment ai a raie that is as close as possible {o that of the general population -
of working Oregonians.

)] ‘The Department of Administrative Services, in partnership with the Departhent
of Human Services, the Commission for the Blind and in cooperation with the
Oregon University System which is responsible for its personnel under ORS
351.070, shall promote, administer and be accountable for the program.

4} The Department of Administrative Services shall report biennially to the Director
of Affirmative Action the representation of individuals with disabilities in the
state population who are ready and able {o work. The Department shall base the
report on the most current census and other data available {o the Oregon Progress
Board, relevant state agencies, Commissions and Couneils. .

5) The Director of Affirmative Action shall biennially set affirmative action
objectives for the employment of individuals with disabilities for each division of
state setvice and for state service overall; the Chancellor of the Oregon University
System shall report {o the Director on the related objectives of the QUS and the
progress made daring the biennivm.
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6) To aid and advise the Department of Administrative Services in implementing and
evaluating the state hiring program, the Director of the Department of
Administrative Services, the Chancellor of the Oregon University System and the
Oregon Disabilities Commission shall jointly appoint an advisory committee that
shall meet regulacly and issue a progress report annually. The first report shall be
delivered to my Affirmative Action Director by February 1, 2000.

Done at Salem, Oregon, this _20_ day of Qctober, 1939,

8/ —
Jobn A. Kitzhaber, M.D.
GOVERNOR

ATTEST:

S/ —
Phil Keisling
SECRETARY OF STATE




. State of Oregon
DEPARTMENT OF ADMINISTRATIVE SERVICES
Human Resource Services Division

Administrative Rule: 105-040-0001 Equal Employment Opporiunity and Affirmative Action

See HRSD Permanent Rule 105-040-0001 as published by the Secrefary of Sfate.

Performaince Measure: Percentage of under-utilized EEQ categories at the beginning of fiscat year
versus under-ulilized EEO categories at end of fiscal year,

Performance Standard: Quantitative progress in meeting affirmative acticn goals.

(The performance measure and standard cited above are not a part of the official rule. This
information appears only on Internal copfes for administrative purposes.}

Rule; 105-040-0001 foft Effective: 02/08/05




VOHAEGON SECRETARY DFSTATE
» Oregon State Archives

The Oregon Administrative Rules contain OARs filed through February 15, 2005

' DEPARTMENT OF ADMINISTRATIVE SERVICES, HUMAN RESOURCE
SERVICES DIVISION

DIVISION 40

FILLING POSITIONS

105-040-0001
Equal Employment Oppertunity and Affirmative Action

(1) The State of Qregon is committed to achieving a workforce that represents the diversity of the
Oregon community and being a leader in providing ils citizens with fair and equal employment

opportunities. Accordingly:
(a) State agency heads shall insure:

(A) Bqual employment opportutities are afforded to all applicants and employees by making
employment related decisions that are non-discriminatory; '

(B) Bmploymen practices are consistent with the state's Affirmative Action Plan and state and federals
Iaws to: ' '

{i) Promote good faith efforts to achieve established affirmative action goals, which include persons
with disabilities; and ‘

(ii) Take proactive steps to develop diverse applicant pools for position vacancies and assess the
" diversity of each applicant pool prior to closing a job announcement.

{b) The Department of Administrative Services shalk: |

(A) Maintain an automated affirmative action tracking system which uses a uniform methodology for
communjcating affirmative action goals for each state agency. The system shail also communicate goals
for hiring persons with disabilities as required by state and federal law;




(B) Produce periodic reports showing hiring opportunitics and each agency's progress toward achieving
established affirmative action goals as identified in the state wide automated system.

(6) Persons, who believe they have been subjected to discrimination by an agency in violation of this ;
rule, may filo a complaint with the agency's designated office within 30 calendar days of the alleged act i
or upon knowledge of the occurrence, :

(2} Bmployment related decisions include, but are not limited to: hiring, promotion, demotion, transfer,
termination, {ayoff, training, compensation, benefits, and performance evaluations;

(3) Diverse applicant pools are developed by using proactive steps in outreach strategies which generaily
" include targeted newspapers, professional organizations, employee networks, comtnunity organizatiotis,

and resume banks;

(4) The s;atewirdc antornated affirmative action system establishes goals for each equal employment
apportunity category and ethnic group for each state agency,

(5) Nothing in this rele precludes any person from filing a formal complaint in accordance with a
collective bargaining agreement, or with appropriate state or federal agency under the applicable law.

Stat. Auth.: ORS 184,340, ORS 240.145 & ORS 240.250
Stats. huplomented: ORS 240.306 & ORS 243.305
 Hist: PD 2-1994, [ & cert. ef, 8-1-94; HRSD 11-2003, f. 7-15-03, cert. ef. 7-21-03




“SAMPLE”
R

Servicios Directos

Programas Institudonales: los programas Tnstitudenales de g
-OYA ofrecen seguridad &l piblice y propordonan a ks e T -
delinciientes juvendes —que no pueden reciblr servides dentro . o da d

de ka comunidad porquz son muy peligrosos para el piblico o
para ellos mismos— senidos para ki toma de responsabiidad
programas de reforma; emblén  propordonan estos servicesli
a los definauentes del Departamento Corecdonal gug

"OYA ofrece sandones escalonadas
en ¢ estado, induyendo
menores, campamentos de ha
para que los menores asig

ertal
mantienen omunicad
comunidad y det co
necesitar mlentras g

ue &

Todas las instalaciones de custodia cer
menor oportunidades para reformarse a travey
de servidos da tratamiento, programas edis ¥
actividades supervisadas. GYA se esfuerza por propd
Iratamiento que sea apropiado a fa edad v género del M
que sea aproplado al orgen cultural y étnke del menor, Lo
servicios do reforma en las instatadones de OYA incluyen:
tratamiento para conduda incendiaria, modificaddn de kb
conducta/manejo del endfo, htervencdn da pandifias, servidos
psicologices v psiquidtricos, responsabilidad por la restitucidn,
tratarniento para ofensores sexualies v para sobrevivientes del
abuso, ratamiento para ofensores violentos, ¥ experfenda
laboral. B tatemilente es obligatorio, no es opdonal,

* En fa comunidad, tos tsos de cada menor son gulados por
una orden judicial del Tbunal de menores; of plan de reforma
s2 desarrolla bajo fa direcddn de un agente de libertad
provisional o condicional de OYA. Las requisitos de ka Iibertad
* - provisional/condidonal induyen la partidpacién en programas "% um
educatives mientas que viven en d hogar o en ks comunidad. “InV"-tlendo
Tembién se requleren adividades sodales y de restitucdn, af
fgual que los sigulentes servidos da refoima: asidade de

seguimiento para ofensones sexuales, asesoria fdividual, e n Ia j uve n tu d

tratamiente de drogas v aloohof y transidén para jovenes de
minorias. 5i e} menor ne partidpa en ks programas sefialados ’r
en ¢ plan de reforma o §f ocumen nuevas oondudtas deficivas, de Oregon

esto podifa traer como resultado la pérdida de ka libertad

provisionalfcondiconal y &l regreso o la redusién en alguna de
las Instalaciones de OYA.
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proteger al ptblico haciendo que los delincuentes juveniles

asuman responsabilidad por sus actos, al mismo tiempo
que se les ofrece oportunidades para reformarse.

FPara lograr esto, nosotros:

+Ponemos énfasis en fa sequridad plblica;
sOfrecemos sandanes cetteras y consistentes para los
delincuentes juveniles;

+Apoyamos 1as preccupaciones de las vidimas de los cimenes;

sOfrecemos a los menares programas completos de reforma;

«Promovemaos y apoyamos actividades para Iz prevencidn de la

delincuenda juvenll;

sEstimulamos la responsabifidad y 2 participacién de fa famika;

+Selecdonamas, capaditamos, apoyamos y alentamas a una
fuerza laboral competente v diversa.

Un mandato para enfrentar la
delincuencia juvenil

La Auteridad Juvend de Oregon (OYA, por sus siglas en
inglés) se fundd como departamento Independlente ef 1 de
enero de 1996 por el Proyecto de Ley t del Senado, Este
proyecto de fey fue aprobado por la feglstatura de Oregon y
firmada por el gobernador en 1995. OYA ofrece servidos
continiios para proteger al plibdico y redudr la delincuenda
Juvenil a ravés de programas y trabajando en conjunto con
los condados y comunidades locales. Los servicios continuos
de OYA ponen énfasls en la intervencidn en el
comportamiento delictive, ciertas sandones por los cHimenes
cometidos por los menores, restituddn a las victimas, v en
programas de rehabilitadén Innovadores y eficaces para los
delincuentes juvenites.

Administracion

Oricia del director ofrece liderazgo giobal, direcdén v
administraddn de la agenda con & aporte de un comitd
eleastivo formado por ef personal y que representa todas las
#ress del programa. La Oficina es responsable de ta
comunicacién intema y externa y de aultivar fuertes relaciones
oon asodadones comunitarias, £ la Ofidna del Director
tambidn se encuentra la Ofidna de Servides para las Minorfas.

de fa e Minorias (OM

es ofrecer Iderazgo, abogada, y diedrioes para ayudar-a la
Atrtoridad Juvend de Oregon en sus esfuerzos continuos paras
llegar a ser una organizaddn asiuraimente mpetente y
tratar los asuntos complejes de una agenda auttural y
énicamenta diversa. OMS apoya a OYA en la integraddn de
los valores y fortalezas de todas la astvras v en fa elecudén
da sénddas de tratamlento cUituralmente relevantes y
espedficns para cada génera, y que tenen como fin anlmar a
los delincuentes Juveniles para que reaficen cambios posithvos.

i ) 2ies e5 responsable def desarrotio
mantenimiento del méds )

presupiesto de O¥4 y de la preparadidn de contratos con
asodadones locales para fa adminkstraddn da servidos vy
progeramas coirecdonales para los menores.
hgw&?mm%‘iﬁm‘mmya?m

it para menoies,
Offcing de Programas tambéén sirve FECNS0

. ¥ Capacitadidn y desarrolo,

Los servidos de OYA sont administrades reglonalmente por
Coordinadores de drea, estas personas- supenisan todos los
%ragﬂsmias reglones, mdmias Instatadones,

de bertad provisional, B condidonal, y atros
servidas en su drea. Los Coordinadores de area trabajan
decertacnnlosoondadospasasociadmdeiammu ]
H estado estd dividido en regiones de servido: b 3
Vaile dd norts, Ville del sur, sur, v Centralffste.
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Direct Services

Insttational Progiarms: OYAS institutional programs
prowide public safety, reformation, and accountability
servioestoymthoﬁende:smaretoodangemmome
public or to themselves to be served in the community, and
Depametof(Inmcbonsoffmderstarehansf Eeid
OYA forplaoemmtmOYAhalfb&s OYAp

strives to provide treatment that Is appropriate
age, gendey, and cultural/ethnic background of thi
offender population. Reformation services in OYA
fadilities Incfude: arson treatment, behavior modification/
anger management, gang intervention, psychiatric and
psychologlcal serviges, restitution accountability, sex
affender abuse and survivor treatment, violent offender
treatment, and work expejience, Treatment is mandatory,
not optignal,

Inthe community, each youth's case 1s guided by a
Juvenife Court order and a reformation plan developed
under the direction of an OYA parote or probation officer.
Parole/probation requiretnents Indude participation in -
education programs whike living In home or community-

based placements. Pro-soctal and vicim restoration &f i

activities are required as well as any of the following I n Ves t’ ng
reformation services: aftercare for sex offenders, - H y
individual counseling, diug and alcohel treatment, and n Or eg On S
minority youth transition. Failure to partidpate in Iy
programs outlined In a youth'’s reformation plan of newr ] YO u t

criminal behaviors can result in revocation of parolef
probation and a retum or comemitment to an OYA facility,




is t0... |

protect the public‘by holding youth offenders
accountable and providing opportunities for reformation.

To achieve this, we:

semphasize public safety;

«pravide certain, consistent sanctions for youth
offenders;

ssuppoit the concerns of crime vicims;

«provide comprehensive youth reformation programs;
spromote and suppart juvenile erime prevention
adtivitles;

+encourage family Involvement and responsibllity; and
sselect, train, support and empower a competent and
diverse workforce.

A Mandate to Address Juvenile Crime

The Oregon Youth Authority was established as an
independent department on January £, 1996, by Senate Bl
1, which was passed by the Oregon Legislature and signed
by the Governor in 1995. OYA provides a continuum of
services to pratect the public and reduce juvenile crime
through programs and partnerships with communities and
counties. The continuum of services emphasizes intervention
of delinquent behavior; certain sanctions for criimes
committed by youth; restitution to victims; and effective
and kanovative rehabilitation programs for offenders.

Administration

Director’s Offfce provides overall leadership, direction,
and management of the agency with input from an
axecutive staff committee representing all program areas,
It Is responsible for intemal and extemal communications
and developing strong refationships with community
partnets. The Director’s Office also houses the Office of
Minority Setvices, -

Office of plnosy Services mission is to provide feader-
ship, advocacy, and guiding prindples to assist the Oregon
Yeuth Authotity infits ongolng efforts to become a culturally
competent organization and address the complex Issues of
a culturally and ethnicatly diverse agency. GMS supports -
OYA in embrading the values and strengths of all cultures
and the implementation of culturatly relevant/gender
specific treatiment services that empower youth offenders
to make positive changes.

Business Servicasis responsible for the development
and malntenance of a state-of-the-art information system, as
wall as employee, acoounting, and purchasing services.
Business Setvices Is also responsible for the OYA budget and
developing contracts with pariners to administer juvenfle
corections programs and setvices,

Program Qfffcepeovides fadlitation, guidanas, and
quality assurance for juvenile justice programining, The
Program Office also serves as a tesotrce for information and
technical assistance to the Oregon juvenile justice community.
Tbs subunéts indude: Program Developmnent and Evatuation;
Comenunity Resources; Health Services Adminlstration; Rule
and Policy Adminlstration and Trialning and Development.

OYA services are administered on a reglonal basis by Area
Coordinators who oversee alt OYA programs In the regions
Induding facililes, probation, parole, and other field services
in thelr area of the state. Area Coordinators work dosely
with counties and community partners. The state is divided
into five OYA service reglons: Norlhwestern, North Vatley,
Sotith Valley, Southern, and Central/Eastem,

AT




Measure 11 offenses

and minimum sentences
Murder 25 years
Altempt or consplracy to
commit aggravated murder 10 years
Attempt or conspiracy
to commit murder 7 years, 6 months
Mansfaughter I 10 years
Mansiaughter 11 6 years, 3 months
Assault 1 "7 years, 6 months
Assault 11 5 years, 10 months
Kidnapping | 7 years, 6 months
Kidnapping It 5 years, 10 months
Rape I ’ 8 years, 4 months
Rape 11 6 years, 3 months
Sodomy I 8 years, 4 months
Sodomy 11 6 years, 3 months

Unlawful Sexual Penetration 1
Unlawful Sexual Penetration 11
Sexual Abuse |

Robbery 1

Robbery 11

Arson 1

Using chitd in display of
sexually expiict conduct
Compelling prostitution

8 years, 4 months
6 years, 3 months
6 years, 3 months
7 years, 6 months
5 years, 10 months
7 years, & months

5 years, 10 months
5 years, 10 months

YASSO5 03/0L

DICIAL PROCESSES:
AND DIFFERENCES

Oregon Youth Authority




Young offenders sentenced by the aduit court

may be placed in OYA close custody facilities by two judicial

processes: adult court on Waived offenses and adult court

on Ballot Measure 11 offe:nses.

YOUTH SENTENCED IN
ADULT COURT 8. OYA
In Oregon, the majotity of yaung people who
commitearimes are adjudicated in juvenile court,
where a fuvenite court fudge determinas appro-
priate sanctions or “dispositions.” However, youth
undertheage of 18 may also be convicted and
sentenced it adult court pursuant to specific
regulations regarding age and typa of offense
commitbed. .
Theseyoung offenders sentenced byadulteowt
may ke placed in OYA dose custody facilities by
twa judicial processes: adult court on “waived"”
offenses and adultcoutt on “Ballot Measure 11
offenses, :
“"Waived" offenders are youth, at least 15 years
of age, who are determined through a heating
beforea juvenile court judge to he appropHately
handled by the adult court due to thelr ctimes
and spedificariteria. Insome droumstances, youth
urkler 15 years of age may also be waived to aduit
coutt for a number of seHous offenses,
“"Waivable” arimes are murder, ceHaln ClassA,
Class B and Class Cfelonles, aswell asany Class
C felony involving the use or threatened use of a
fireatm. The Juvenile Court reviews criteria
induding history, maturity, sophistication and
amenability to treatment, Cases waived by the
juvenile courtare prosecuted and sentenced In
theadutt criminal court, according to guidelines.
“Ballot Measure 11" offandersare persons
ootwiched inadult court and given detenminate
sentences, Ballot Measure 11, passed by Oregon
votersin 1994, requires imandatory minimum
sertences for spedfic serious and violent aimes.
Young personsunder 18 yearsof age and
chiarged with Batlot Meastire 11 offenses cormimit-
ted on orafter April 1, 1995, are automatically

prosecutedin adult court. Those sentenced for
Measure 11 offenses are not eligible for post-
ptison supervision, eatly refease or reductions
insentences, (See Meastira 11 crimes on back,)

Inboth Ballot Measure 11 and Waived cases,
young offenders are convicted and sentenced
by theadult court to the fegal custody of the
Department of Corrections, but are transferred
to the physical custody of the Oregon Youth
Authority for placement in OYA youth comrec-
tional fadlities.

These offenders may remain in OYA facilities
untita maximum age of 25 years. OYA retains
the aption to return a youth at any time to the
physical custody of DOCif it is detenined that
the conditions or dreumstances that warranted
the initial transfer to OYAare no longer present.

OYASERVICES AND TREATMENT

Young offenders transferred from the Depart-
ment of Corrections to OYA are offered the same
services afforded ta anyone placed in OYA's fa-
citities. All OYA close custody facilities provide
reformation opportunities through a variety of
treatment services, educational programs, voca-
tional programs and work assignments.

Treatmentis mandatory, notoptional. OYA
strives to provide treatment that s appropriate
to the age, gender and culturaf ethnlc back-
ground of the offander, Reforration setvices
includa:

« Psychlatricand psychotogical services

* Gang Intervention treatment

* Coghitive restruchuring

* Behavioralmodification/anger management
& Vichims restoration
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