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“The Oregon
Employment
Department
strives to create
an inclusive
environment that
welcomes and
values the
diversity of our
employees and
the people we
serve.”

AGENCY DESCRIPTION
Mission and Objectives
The Oregon Employment Department is a large state agency with a mission to Support
Business and Promote Employment. We accomplish this by administering
unemployment insurance (UI) benefits; recruiting and referring applicants to job openings
and assisting job seekers in their employment searches (Workforce Operations); and
developing and distributing workforce and economic information (Workforce and
Economic Research). The agency provides administrative support to the Office of
Administrative Hearings, responsible for adjudicating citizen and business disputes with
state agencies. The agency also provides administrative support for the Oregon Talent
Council. The Council invests in projects that provide students, unemployed, and
incumbent workers with the applied skills and experience to increase employability.
The agency employs approximately 1,200 employees in field offices located throughout
the state and within the central office in Salem. The Oregon Employment Department
strives to create an inclusive environment that welcomes and values the diversity of our
employees and the people we serve. The agency fosters fairness, equity, and inclusion
to create a workplace environment where everyone is treated with respect and dignity.
The Oregon Employment Department is part of the nation’s and state’s workforce
development system. In 1933, the Wagner-Peyser Act established the public workforce
development system in the United States. A federal, state and local partnership, the
system provides support for the ever-evolving needs of employers and prepares our
workforce for success. The Workforce Investment Act (WIA) of 1998 was a major
modernization of this system and on July 22, 2014 President Obama signed the
Workforce Innovation and Opportunity Act (WIOA) into law. WIOA is landmark legislation
that is designed to strengthen and improve our nation's public workforce system and help
get Americans, including youth and those with significant barriers to employment, into
high-quality jobs and careers, and help employers hire and retain skilled workers.
Under WIOA, states are required by the U.S. Departments of Labor and Education to
submit a single, coordinated plan for all core programs under the law. To assist the
Governor in the development of the state plan, the Oregon Workforce Investment Board
(OWIB) has developed a four year strategic plan (also known as the Unified State Plan)
to create the road map for the workforce system to capitalize on its strengths, identify
and address obstacles, and promote continuous improvement of services through
actionable recommendations and guidance.
Workforce programs in Oregon covered in the strategic plan reside in the Bureau of
Labor and Industries, Employment Department, Higher Education Coordinating
Commission, Department of Human Services, and Commission for the Blind. Other
workforce system partners include the Department of Education, Business Oregon, Local
Workforce Development Boards, universities, community colleges, school districts,
educational service districts, organized labor, local economic development organizations,
community based organizations, businesses and trade associations.
The OWIB Strategic Plan, adopted on September 18, 2015, identifies four key goals
critical to successfully achieving the OWIB’s stated vision:
Goal 1: Create a customer-centric workforce system that is easy to access, highly
effective, and simple to understand.
Goal 2: Provide business and industry customized workforce solutions to prepare and
deliver qualified and viable candidates and advance current workers.
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Goal 3: Invest in Oregonians to build in-demand skills, match training and job seekers to
opportunities, and accelerate career momentum.
Goal 4: Create and develop talent by providing young people with information and
experiences that engage their interests, spur further career development, and
connect to Oregon employers.
The U.S. Departments of Labor and Education conditionally approved Oregon’s Unified
State Plan on June 17, 2016. Final WIOA regulations were released June 30, 2016.
States have until September 1, 2016 to correct deficiencies in their plans or describe the
actions and timeline they will take to achieve compliance. States are also required to
submit a State Plan modification in 2018. The Employment Department’s strategic and
business plans support the OWIB Strategic Plan.

Governor’s Strategic Focus Areas
The Oregon Employment Department closely aligns with the Governor’s strategic focus
areas of: A Seamless System of Education and A Thriving Statewide Economy; and
overarching goal of excellence in state government.
Within the education focus area, the agency supports the effort to provide multiple
pathways to learning and careers, especially to underserved populations. To contribute
to A Thriving Statewide Economy, the Employment Department coordinates with
economic development agencies to support common regional priorities, and align state
resources in order to leverage investments in local communities. The cross-cutting
initiatives that are the focus of the goal of excellence in state government are at the core
of the agency’s mission, especially as they relate to workforce development,
collaboration, and increased access to services.
Through the delivery of its services in approximately 40 locations throughout the state
(including the central office in Salem), the agency will lead efforts to enhance
performance measures for state and local workforce planning, strengthen and capitalize
on existing relationships, and establish new partnerships to invest in Oregon’s economy.
Throughout the 2017-19 biennium, the agency will continue to focus on providing
enhanced customer service and coordinated service delivery to its customers as
reflected in its 2014-2019 Strategic Plan which is founded on the following broad goals:
1) Provide an effective unemployment insurance (UI) system for workers,
businesses, and communities.
2) Connect businesses and job seekers, through WorkSource Oregon, to foster a
vibrant economy in Oregon.
3) Collaborate with the Office of Community Colleges and Workforce Development
(within the Higher Education Coordinating Commission) to transform Oregon’s
talent development system.
4) Collect labor market data and provide analysis that informs the decisions of the
workforce, including the Employment Department, businesses, educators, job
seekers, and families.
5) Strengthen the Employment Department’s performance through efficient and
effective business practices and inspiring staff to strive for exceptional customer
service.
6) Evaluate, improve, and replace Employment Department core business and
computer systems, to increase data security and better meet the needs of
Oregonians and Oregon businesses.
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Oregon Employment Department Guiding Principles
“The Employment
Department
strives to allow
the diversity of
our staff,
customers and
stakeholders to
enhance the
service we
provide to the
people of
Oregon.”

How the Employment Department behaves and conducts business is crucial to the
success of the agency and the entire workforce system. Working with customers,
partners, stakeholders and advisors, our agency commits to the following guiding
principles:
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Openness, trust and integrity – Set high ethical and professional standards at
all times. Build and maintain relationships based on honesty, respect, fairness
and a commitment to open dialogue and transparency.
Quality with agility – Be passionate about delivering quality information and
service. Strive to replicate success, learn from mistakes and actively pursue
creative approaches that lead to continuous improvement and innovation. Be
flexible and nimble, responding quickly to changing economic needs.
Delighting the customer – Identify the needs of Oregonians and provide
uncompromising service with efficiency, accountability and a helpful attitude. Find
what we can do to overcome barriers and help our customers, rather than
focusing on what cannot be done. Remember that coworkers are customers too.
Teamwork with responsibility – Encourage individual ownership and effort, but
work as a team, valuing the expertise, insights, individuality and contribution of all
colleagues. Understand that we are funded by taxpayers and have a relentless
responsibility to provide value to Oregonians every day.
Humor, fulfillment and inclusion – Cultivate a safe, healthy, family-friendly work
environment that encourages personal growth and provides opportunities for
everyone to succeed. Embrace humor as a vital part of workplace culture, and
honor the desire to do meaningful and satisfying work. Allow the diversity of our
staff, customers and stakeholders to enhance the service we provide to the
people of Oregon.
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Key Contacts
Oregon Employment Department Director
Kay Erickson
Director, Oregon Employment Department
875 Union Street N.E.
Salem, Oregon 97311
(503) 947- 1477
Affirmative Action Representative for the Oregon Employment Department
Sharon Tietsort
Human Resources Manager
875 Union Street N.E.
Salem, Oregon 97311
(503) 947-1319
Universal Access Coordinator for the Oregon Employment Department
Eric Villegas
Universal Access Coordinator
875 Union Street N.E.
Salem, Oregon 97311
(503) 947-1794
Governor’s Policy Advisor for the Oregon Employment Department
Elana Pirtle-Guiney
Labor and Workforce Policy Advisor, Office of Governor Kate Brown
900 Court Street N.E., 160
Salem, Oregon 97301
(503) 986-6527
Governor’s Equity Office
Serena Stoudamire Wesley
Director of Equity and Community Engagement, Office of Governor Kate Brown
900 Court Street N.E., 160
Salem, Oregon 97301
(503) 378-8474
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Oregon Employment Department Organizational Chart
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AFFIRMATIVE ACTION PLAN
“The Oregon
Employment
Department is
committed to
achieving a
workforce that
represents the
diversity of the
Oregon
community and
being a leader in
providing its
employees and
customers with
fair and equal
employment
opportunities.”

Oregon Employment Department Affirmative Action Policy
Statement
The Oregon Employment Department is committed to achieving a workforce that
represents the diversity of the Oregon community and being a leader in providing its
employees and customers with fair and equal employment opportunities. Accordingly,
equal employment opportunities are afforded to all applicants and employees by making
non-discriminatory employment related decisions. Employment practices shall be in
compliance with the state's Affirmative Action Guidelines, state, and federal laws that
protect the following groups:
Protected classes under federal law include: race; color; national origin; sex (includes
pregnancy related conditions); religion; age (40 and older); disability; a person who uses
leave covered by the federal Family and Medical Leave Act; a person who uses military
leave; a person who associates with a protected class; a person who opposes unlawful
employment practices, files a complaint or testifies about violations or possible violations;
and any other protected class as defined by federal law.
Protected classes under Oregon state laws include: all federally protected classes, plus:
age (18 and older); physical or mental disability; injured worker; a person who uses leave
covered by the Oregon Family Leave Act; marital status; family relationship; sexual
orientation; whistleblower; expunged juvenile record; and any other protected class as
defined by state law.
We shall implement an affirmative action plan and make it widely known that equal
employment opportunities are available on the basis of individual merit.
We shall survey and analyze our workforce on an annual basis to: determine what steps,
if any, are needed to conform effectively with this equal employment policy and to
redress prior discrimination, if any, by programs against protected groups; ensure
nondiscrimination in prospective employment actions; create a supportive environment
for qualified workers of all backgrounds; and to improve services to our diverse Oregon
communities.
The objective of this policy is to:
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Include and recognize the uniqueness of qualified people of all abilities and all
protected groups in Employment Department workplaces throughout Oregon;



Create an environment that allows for open communication about differences,
and empowers each individual to do his or her best work in serving Oregonians
and Oregon businesses;



Endeavor to hire, promote, and retain qualified members of protected groups in
all job categories at rates reflecting actual workforce availability;



Identify and remedy employment practices that disparately treat employees
and/or employment practices with disparate impact upon members of protected
groups;
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Engage in non-discriminatory outreach efforts to recruit and to improve retention
of qualified members of protected groups as Employment Department
employees;



Monitor progress in recruitment, hiring, promotion, transfer, and retention of
qualified members of protected groups in all job categories;



Ensure that Employment Department staff are not discriminatory toward one
another or to our customers; and



Facilitate cultural competence of Employment Department employees, to provide
a supportive environment for qualified workers of all backgrounds, and to improve
services to the diverse communities we serve.
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Oregon Employment Department Diversity and Inclusion Statement
“We embrace
diversity and
inclusion by
valuing diverse
personalities,
cultures,
backgrounds,
experiences,
thoughts, and
ideas.”

The Oregon Employment Department declares its policy to foster fairness, equity, and
inclusion, thereby creating a workplace environment where everyone is treated with
respect and dignity regardless of race, color, religion, gender, disability, physical stature,
age, national origin, sexual orientation, marital status or political affiliation.
The agency is fully committed to a policy of diversity and inclusion and our policy of
equity applies to every aspect of our employment practices, including recruitment, hiring,
retaining, promotion, and training.
It is the goal of the Oregon Employment Department to become a leader in the state for
workforce diversity and fostering a workplace culture of inclusion.
We embrace diversity and inclusion by:


Understanding that individuals are made up of unique and diverse characteristics;



Affirming respect for all individuals;



Valuing diverse personalities, cultures, backgrounds, experiences, thoughts, and
ideas;



Promoting an inclusive workplace culture that encourages diversity and allows
employees to excel; and



Acknowledging that different cultural perspectives strengthen our teams and
provide a basis for creativity and innovation in meeting workplace challenges.

The objective of this policy is to:
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Strengthen employee engagement;



Ensure equity in our employment practices;



Attract the best talent to the Oregon Employment Department;



Become an employer of choice for individuals from all backgrounds;



Effect positive change in Oregon Employment Department workplace culture;



Ensure that Oregon Employment Department workplaces are inclusive and
representative of the changing composition of the communities we serve;



Inspire employees to embrace continuous learning and to be comfortable with
change; and



Increase agency success and customer satisfaction through the skills and
dedication of a diverse workforce.
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Training, Education, and Development Plan
The Organization and Talent Development team consists of two employees and is part of
the Office of Human Resources (OHR). The team creates and delivers meaningful
learning opportunities for the agency’s approximately 1,200 employees based upon
current needs and an agency-wide biennial assessment with feedback from staff and
management.
The Employment Department views diversity in a way that includes helping employees
learn how to effectively communicate, increase employee engagement, be inclusive,
collaborate, raise cultural awareness, and adapt to a variety of styles. Employment
Department trainings help move us toward the goal of a successful, engaged and diverse
workforce as we begin the process of developing a more refined strategic focus for our
training efforts and hire an Equity and Inclusion Officer.
The agency does not have a specific diversity course; however, many courses in the
portfolio involve an element of diversity and/or culture. For example: Crucial
Conversations includes a conversation about non-verbal communication across cultures;
A-COACH Approach includes recognizing biases and demonstrating techniques to turn
the bias into a positive influence in the coaching relationship; Leadership Lab provides
an opportunity for participants to reflect on their own culture and cultural competency;
and our online Limited English Proficiency training helps participants understand how to
better communicate with those customers whom may not speak English as their first
language.
To promote affirmative action and the prohibition of discriminatory practices in the
workplace, the agency conducts training for managers and all employees that contributes
to increasing the awareness of cultural competency and diversity. These courses
promote the consideration of affirmative action and inclusion in decision-making by:
reaching across traditional boundaries; appreciating and encouraging diversity of
backgrounds; seeking input from diverse backgrounds, situations, and perspectives; and
honoring the dignity and respect of all employees, partners, stakeholders, and
customers. Examples of such training include:
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“Complaint System Training” is required for all Workforce Operations Division
employees. This class is intended for complaint specialists, supervisors and
managers who would be responding to customer complaints alleging
discriminatory practices in agency services, or alleging harassment by an agency
employee. This class gives participants an overview of the agency’s Complaint
System and an understanding of how to identify and resolve such complaints.



Human Resource Analysts meet with new Employment Department managers
and supervisors to cover essential information that managers and supervisors
need in order to be successful in managing and diversifying their work units. This
meeting contains specific training on recruitment processes and strategies that
include the importance of affirmative action in the selection process and the value
of increasing diversity in the workforce.



The agency requires employees to complete the online Maintaining a
Harassment Free and Professional Workplace training once a year. This training
covers the definition of harassment, discrimination, and professional workplace
behavior. Participants come to understand what conversations and behaviors to
avoid in the workplace, and become aware of and be able to reference the
Department of Administrative Services policies on harassment, discrimination,
and professional workplace behavior.
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“THINK-LEARNADAPT
challenges
participants to
think strategically,
take charge of
their learning, and
adapt through
change.”

2015-2017 Course Offerings
In 2015-2017, the Employment Department offered the following courses to our
employees:
A-COACH Approach
326 participants completed on-line training and 287 participants completed classroom
training for A-COACH Approach; 218 attended the A-COACH Approach WorkSource
Oregon Scenarios Training.
Coaching happens all around us every day. All relationships at our workplace—peer,
manager, partner, or customer—provide opportunities to coach and be coached.
Coaching works upwards, sideways and downwards, formally and informally. Throughout
this program we explore what it means to be the one receiving coaching and the one
doing the coaching using the A-COACH Approach framework. Included in the objectives
of this course are: demonstrating the behaviors associated with the facets of the ACOACH Approach as a coach and as a person being coached; recognizing our biases
and filters and demonstrating techniques to turn our biases and labels to something
positive to impact the coaching experience.
THINK – LEARN – ADAPT
40 participants during the May 2015 International Association of Workforce Professionals
conference.
Focused on taking personal responsibility through change, this interactive seminar
challenges participants to think strategically, take charge of their learning, and adapt
through change; three components vital to their success and the success of our
organization.
Leadership Lab
42 participants (two cohorts) completed the Leadership Lab, an experiential course in the
classroom.
This training involves short periods of lecture followed with opportunities to discuss,
practice, and put into the action the skills and concepts presented. This includes
activities such as small and large group discussions, role plays, case studies, skits, and
simulations. In general, the program is broken up into 70% experiential learning, 20%
coaching and feedback, and 10% lecture and presentation. The program provides
participants the knowledge and skills to:
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Understand the organization’s mission, values, and leadership philosophy;
Describe and explain the five core leadership traits and the corresponding
sub-traits;
Assess and develop self in at least one of the five core leadership traits;
Develop new skills in communication, group facilitation processes, consensus
building, collaboration, initiative, influencing, and listening;
Gain understanding of what makes effective teams as compared to other kinds of
work groups;
Gain self-awareness of communication styles, leadership characteristics;
Experience an increase in self-esteem and/or confidence;
Expand their view of leadership;
Understand culture and the value of cultural competence;
Establish new relationships and networks; and
Set goals to apply their skills at the family, workplace, and community levels.
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Teambuilding with Insight Inventory
50 participants completed Insight Inventory designed to help reveal team members’
personality preferences and outline how they affect team communication.
This course assists participants to:







Discover their personality style and strengths;
Understand and appreciate team member’s styles;
Identify ways to flex their style to communicate better with people having various
styles;
Clarify what situations are stressful and strategies for managing this stress;
Resolve conflict and improve team communication; and
Increase productivity and improve team effectiveness.

In a facilitated workshop style discussion, team members share their inventory profiles
and learn about the strengths of their preferred personality traits in four categories:
influencing, responding, pacing, and organizing.
The discussion focuses on identifying how different environments and stressors can
influence the intensity of their communication style and ways to flex their style to
communicate more effectively with their team mates.
Completed Staff Work
This training was completed by all Employment Department Employees during the 201315 biennium. In fall of 2015 an online module was created and launched; another 142
participants completed the training online and 20 in the classroom.
This training focuses on the study of a problem and presentation of a solution by
employees in a way that all that remains to be done on the part of the supervisor is to
indicate approval or disapproval of the completed action. Completed Staff Work provides
an effective framework to empower employees to perform their work, make a greater
contribution to the team, and increase personal and organizational effectiveness.
Completed Staff Work results in work that is effective, efficient, and consistent, as it
prevents supervisors from spending time on incomplete ideas, memos, and
presentations; it saves staff time involved in the “back-and-forth” by empowering them as
subject-matter experts. The process and framework ultimately results in improved quality
of decisions within the organization, as it helps employees to understand that they will be
called upon to give their best thinking in solving problems, making decisions and
formulating recommendations.

Catalog Offerings
A catalog of courses is available to agency employees. These courses include:
Making Great Presentations
The purpose of this course is to develop skills and confidence as a presenter. The
course will give skills and practice to help fine-tune the participant’s style as a presenter,
both formally and informally.
Topics covered include presentation fears and pitfalls, developing a presentation
purpose, organizing presentations, tips and tricks, and provides tools to select different
presentation styles, and adapt to the environment and audience.
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“At-A-Glance is
designed to
provide agency
employees a
broad overview of
the rich history of
the Oregon
Employment
Department, the
program and
support areas of
the agency, how
each employee
supports the
agency’s mission,
and the diversity
of the people that
work for us.”

Informing through Storytelling
The purpose of this course is to help develop skills in communicating data to others.
This includes ways to present, engage and create a lasting memory for those who listen
– whether they are internal or external to the agency and regardless of their role. Topics
covered include the art of storytelling, best practices, improvisation, visual storytelling,
organizing the presentation, and audience alignment.
Oregon Employment Department At-A-Glance
A part of the Employment Department New Employee Welcome (NEW) Program, this
one-day course is for employees who have completed their first three months of
employment with the agency. This class is designed to provide agency employees a
broad overview of the rich history of the Oregon Employment Department, the program
and support areas of the agency, how each employee supports the agency’s mission,
and the diversity of the people that work for us. In addition, participants learn how their
work impacts and is impacted by others in the organization, and about career
opportunities across the agency. The day includes an opportunity to meet the Director
as well as other members of the Executive Team.
Generations in the Workplace
Never in the history of the United States have there been four generations in the
workplace at the same time. It is imperative that we understand how to create a work
environment that enables all four generations to be successful while still getting the work
done. This interactive presentation is an introduction to the four generations currently coexisting in the workforce including Traditionalists, Baby Boomers, Gen X, and Gen Y.
Participants examine the characteristics, influences and stereotypes of each generation
and what makes each generation tick. Current data is provided on generational diversity
in the workforce both on the national level, and at the Oregon Employment Department.
In addition, this workshop provides participants with a variety of approaches to better
align communications with each generation and methods on how to best interact.
Crucial Conversations: Maximizing the First 90 Seconds
Several times each day we have the opportunity to have conversations with our
customers, both internal and external. It is within the first 90 seconds that we make the
most impact. That makes these conversations crucial. Within each of us, there is the
capacity to create an immediate human connection that results in trust and rapport. In
business this can help maximize every opportunity for success. Participants learn skills
to immediately build relationships, read and understand non-verbal communication, and
use tools and phrases to address difficult situations. Participants will look at
communication and the importance of doing it well in a whole new way. This is an
advanced look at how we can most favorably impact our relationships with others,
whether that relationship is something that happens for five minutes one time on the
phone or something that occurs between coworkers for years to come.
Vicarious Trauma
Some Employment Department employees spend hours each work day listening to
customers share stories of despair and desperation. Eventually, these stories begin to
weigh on the employees. Vicarious traumatization comes from repeatedly hearing about
traumatic situations, when someone is removed from the trauma, but connected by
empathy. This half day class provides an overview of the difference between vicarious
trauma and burnout, detail warning signs, and provide tips for addressing and taking care
of oneself.
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Human Resource (HR) Basics for Emerging Managers
The objective of HR Basics for Emerging Managers is to provide an understanding what
it means to be a manager, the tools available, the skills and knowledge needed, and
some of the challenges. Participants receive an overview of the recruitment cycle,
onboarding, performance management, and corrective action. This curriculum includes
e-learning modules and classroom training. The e-learning must be completed prior to
attending the classroom training.

E-learning Opportunities
The Employment Department provides a multitude of e-learning opportunities to
employees, partners, and volunteers. With roughly 40 locations throughout the state, elearning provides the ability to deliver timely, high quality, consistent learning to all staff
wherever they may be and whatever their schedule. The e-learning course catalog
includes:
Oregon Employment Department History
This online class introduces new (and current) employees to the Oregon Employment
Department’s rich history dating back to the 1930s.
Power and Influence
This course places an emphasis on influence and how to apply push and pull influencing
techniques. We also differentiate between power and influence. We provide an
alternative to power by using managerial courage for respectfully communicating difficult
conversations.
Appreciative and Constructive Feedback
Providing appreciative and constructive feedback is a way managers can increase
employee engagement, help their employees feel valued, and provide the recognition
employees seek. In this course, we explain the differences between coaching and
feedback. Then, we give both visual and auditory examples of what effective feedback
looks and sounds like. We tackle some common work situations and even some of the
tough ones like passionate employees and employees who are late. This course
balances both constructive feedback and appreciative feedback. By the end of the
course, participants will have learned phrases to apply on the job immediately. Their
team will appreciate their new skills and will exhibit increased engagement and
productivity.
Completed Staff Work
This is an online version of the classroom course. Completed Staff Work provides an
effective framework to empower staff to perform work, make a greater contribution to the
team, and increase personal and organizational effectiveness.
TIME System
This e-learning opportunity includes modules on how to enter time, submit leave
requests, supervisor functions, and approving time and leave requests.
Limited English Proficiency (LEP) Training
The Language Assistance Policy and Procedures training consists of three modules for
non-supervisory employees, and the LEP information consists of one module for
managers.
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Confidentiality
This training includes a comprehensive module on the agency’s confidentiality policy
including division-specific sections to provide a more in-depth look at confidentiality.

“Maintaining a
Harassment Free
and Professional
Workplace is an
interactive
eLearning module
covering two
statewide policies
including:
Harassment Free
Workplace and
Professional
Workplace.”

Maintaining a Harassment Free and Professional Workplace
This is an interactive eLearning module covering two statewide policies including:
Harassment Free Workplace and Professional Workplace.
Agency-wide Policies
On an annual basis, utilizing eLearning modules, all employees are required to review
select agency-wide policies.

Organization Initiatives
The Organization and Talent Development team leads and assists on organization
development initiatives.
New Employee Welcome (NEW)
With stacks of human resources forms to complete, multiple policies to read and sign,
long building tours through mazes of hallways and cubicles, being introduced to every
employee available, and spending hours just getting access to networks and systems, all
on the first day, the typical new employee orientation is a thing of the past. A new
employee onboarding program should fulfill the administration and compliance needs of
the agency, while helping the new employee adjust to the social and performance
aspects of their position, to quickly become a productive, contributing member of the
Oregon Employment Department.
By focusing on the new employee’s assimilation into their role at the agency from prior to
day one, we are setting the stage for a successful onboarding experience.
The New Employee Welcome program begins before the new employees’ first day, with
communications, guidance and recommendations of tasks to accomplish before they
arrive designed to make their first day on-the-job be the most productive. The program
continues through their first year with established milestones including their first day,
week, month, 90 days and one-year anniversary.

2017-2019 Learning Priorities
The Organization and Talent Development team will provide support to each
administrative area of the Employment Department to assist with the development and
delivery of relevant annual training to staff based on the identified need (Oregon
Employment Department Strategic Plan 5.1.2).
The team will develop and communicate an annual calendar of training opportunities.
The team will also communicate additional learning opportunities to all staff including
opportunities provided through the Department of Administrative Services.
The Organization and Talent Development team will continue to offer current courses as
well as launch the following learning opportunities in the 2017-19 biennium (Oregon
Employment Department Strategic Plan 5.1.3):
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Foundations of Leadership
What makes a person a leader? What makes some leaders great? Can a person lead
and not have a position of power? Can leadership be learned? These questions and
more are answered in this foundational leadership class designed to introduce the idea
of the beginnings of leadership as leading with influence instead of positional authority.
Included in this interactive eLearning experience are: the definitions of leader and
leadership in practical terms; exploring the core traits of leadership and how they
manifest in successful leaders of our time; opportunity for self-reflection and an
opportunity to develop an action plan to become the leader each participant wants to be.
Leadership Institute
The Leadership Institute is an advanced leadership course designed for non-supervisory
participants. The focus of the course is on leading teams of people with both positional
and personal power. This course will include a component of mentoring and/or job
shadowing. The objectives of the course are to:













Understand the organization’s mission, values, and leadership philosophy;
Describe and explain the five core leadership traits and the corresponding subtraits;
Increase proficiency in more than one of the five core leadership traits;
Develop and coach others on the five core leadership traits;
Develop project management skills at the team level;
Demonstrate effective feedback and coaching skills;
Explain how to effectively collaborate across functional teams;
Demonstrate effective facilitation skills;
Understand the big picture and how decisions can have a ripple impact on the
organization;
Gain understanding of the role of a leader in emotional intelligence
Demonstrate skills to build trust; and
Develop a level of cultural competency.

Manager’s Academy
This collection of courses will cover both the technical and personal side of being a
manager. Technical courses will include topics such as performance management,
recruitment and selection, labor laws, and employee development. The personal side will
include topics such as making the turn from contributor to manager, coaching, vision,
cultural competence, and situational leadership.
Welcome to Oregon Employment Department
This online course will introduce new participants to the organization including our
leadership, mission, and values.
Customer Service
Participants will learn excellent customer service skills for both in person and on the
telephone. In addition to basic customer service principles and techniques these courses
will address topics such as: serving customers with disabilities including hidden, physical,
intellectual, emotional/psychiatric, learning, and sensory; how our own beliefs and biases
impact our service; how to de-escalate difficult situations; and providing problem
resolution in the first interaction.
Business Communications
These courses will include effective business writing, communicating in virtual platforms,
business presence, and using e-mail effectively.
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Change Management
The Oregon Employment Department is in the early stages of a comprehensive agencywide Modernization Initiative to transform our business and core technology systems.
Our agency recognizes the importance of early and ongoing change management
training as a key element of this Modernization Initiative.

“The more
opportunities we
are able to create,
the further our
reach will be
towards assisting
targeted
populations in
having equal
access to and
representation in
the workforce.”

Programs
Internship Program
The Oregon Employment Department is strategically positioned to lead our state in
addressing barriers to employment faced by both protected classes and
underrepresented populations in Oregon's workforce. As experts on employment,
Oregon's workforce, and connecting job seekers with employers, we have the resources
to take measurable action towards reducing workforce inequality.
Through the implementation of an internship program targeting specific populations
facing above average barriers to employment, the agency will be able to provide handson training and basic skill development to assist interns in building confidence and
assisting them in overcoming their barriers to employment. The goal is to pilot two
internship opportunities within the Employment Department’s Central Office in the fall of
2016. The initial targeted population will be Oregonians with disabilities. Once feedback
is collected from the first year's interns, this program is designed to be expanded
throughout the Employment Department. The more opportunities we are able to create,
the further our reach will be towards assisting targeted populations in having equal
access to and representation in the workforce.
The Employment Department’s Equity and Inclusion Council has designated a chair,
project manager, and project sponsors from members of the Council. The agency will
work in conjunction with Oregon’s Department of Human Services (DHS) Vocational
Rehabilitation to identify intern candidates, possibly from their Youth Transition Program
(YTP), focusing the pilot on candidates in Salem and the surrounding areas.
Qualified candidates will be unemployed, disabled as determined by DHS qualified
personnel, able to pass a criminal records check as required for all state employees, and
willing to commit to interning for 12 weeks, 16-20 hours per week at the Employment
Department’s Central Office. As an incentive to complete the internship, at the end of the
program interns will receive either a Certificate of Completion signed by the executive
sponsor or a letter of recommendation if an agreement can be reached to ensure these
letters would be meaningful. Interns are excluded from the SEIU contract (2013-2015
Collective Bargaining Agreement Article 2).
The Equity and Inclusion Council has obtained a commitment from two units within the
Unemployment Insurance Division willing to mentor an intern: Records and
Redeterminations, and Tax Support Services. Interns will be monitored and led by a
manager, each of whom will participate in the interview process with the project
manager. This same group was tasked with developing the following: appropriate
position descriptions; performance measures by which interns will be evaluated every
four weeks; a conditional "intern agreement" to ensure all parties understand and agree
upon the nature of the internship; and an internship application. These documents were
made available to the Equity and Inclusion Council in advance and require finalization in
the form of a sign-off by a member of the Employment Department’s Office of Human
Resources, as well as the project’s executive sponsor.
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Success will be measured through individualized performance evaluations and selfassessments completed over the course of the 12-week internship. These will show
measurable increases in interns’ skills and confidence respectively. Once the internship
has ended, the program will be evaluated for successes, failures, opportunities for
improvement and scalability. As part of this process we will be contacting DHS for
feedback. An evaluation document will be created by the project manager summarizing
these points for review by The Employment Department’s Executive Team and other
interested parties. A recommendation regarding future implementation of this project at
the agency will be included. This document will be approved by the executive sponsor,
marking the conclusion of this pilot project.

Mentorship Program
The Oregon Employment Department does not have a formal mentoring program
currently and ’17-19 goals don’t include developing a formal mentoring program. The
Department has recently developed a New Employee Welcome Program for onboarding
new employees which is in a pilot phase. A component of this program includes a (NEW)
Colleague role and the responsibilities include:
 Provide a peer-to-peer resource for new employee
 Serve as a resource for both technical and non-technical questions
 Orient new employee to the office and the office culture

Community Outreach Programs
The Employment Department participates in and sponsors job fairs and recruitment
events on an on-going basis at various locations throughout the state. Below is a table
listing events from July 1, 2014 - June 1, 2016.
Date
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Event

Location

Partner Agencies

Jun-16

Yamhill County
Community Connect
Event

McMinnville

May-16

Fremont Middle
School Career Day

Roseburg

May-16

Catholic Charities Job
Fair

Portland

May-16

WorkSource Portland
Metro Career
Resource Fair

Gresham

Department of Human Services
(DHS)

May-16

Blue Mountain
Community College
Fair

Pendleton

Community Action Program of
East Central Oregon

May-16

Community Resource
Fair

Eugene

St. Vincent DePaul, 4j School
District, DHS Self-Sufficiency
Program, Vocational
Rehabilitation

May-16

Project Community
Connect (Medford

Medford

Southern Oregon Goodwill
Industries, Rogue Valley

www.Employment.Oregon.gov

Armory)
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Veterans & Community
Outreach

May-16

Show Biz

Salem

Local businesses

May-16

Southern Oregon
Goodwill Industries
(SOGI) Career Fair

Medford

Local businesses, SOGI,
WorkSource Oregon

May-16

RainSweet Community Salem
Recruitment for Adults

Apr-16

Hiring our Heroes
Veterans Event
Hero2Hire

Salem

Apri-16

Hiring our Heroes
Veterans Event

Salem

Apr-16

Hermiston High
School Career Fair

Hermiston

Apr-16

Meet the Employer

Salem

Apr-16

Umpqua Community
College Career After
College Event

Roseburg

Apr-16

8th Annual Clatsop
County Job & Career
Fair

Seaside

Apr-16

2nd Annual Treasure
Valley Community
College Career Fair

Ontario

Apr-16

Annual Employer &
Roseburg
Career Expo (Douglas
County Fair- grounds)

Apr-16

Job Fair at Federal
Correctional Institute

Apr-16

Job Fair at Chemeketa McMinnville
Community College

Apr-16

First Avenue Career
Fair

McMinnville

Apr-16

El Dia Resource Event

McMinnville

Apr-16

Sprague HS Job Fair

Salem

Mar-16

North Salem High School Salem
Enrichment Job Fair

Mar-16

Community Resource
Fair

Florence

Title 1B Service Provider

Mar-16

Northwest Youth
Career Expo at the

Portland

Regional Manufacturing Team

Community Action Program of
East Central Oregon

Idaho Department of Labor

Roseburg

www.Employment.Oregon.gov

Oregon Convention
Center
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Mar-16

Annual Careers in
Gear Youth Success
Expo

Medford

Junior Achievement, local high
schools, businesses,
WorkSource Oregon

Mar-16

Sunriver Resort
Hospitality Job Fair

Bend

Mar-16

Work Ready Job Fair

Eugene

Mar-16

Polk County Job Fair

Monmouth

Mar-16

Morrow County
Job/Career Expo

Boardman

Community Action Program of
East Central Oregon

Feb-16

Tillamook County Job
and Career Fair at
Tillamook Bay
Community College

Tillamook

NW Works

Feb-16

Mt Hood Community
College Summer Job
Fair

Gresham

Feb-16

Goodwill Job Connect
Fair

Salem

Feb-16

Chemeketa
Community College
Winter Job Fair

Salem

Jan-16

Veterans Stand-Down

La Grande

Jan-16

Employers on Campus Roseburg
at Umpqua
Community College

Jan-16

Veteran’s Stand Down McMinnville

Dec-15

Wells Fargo
community outreach
event

Salem

Dec-15

Conagra Foods Job
Fair

Hermiston

Dec-15

Hermiston Farm Fair

Hermiston

Nov-15

Vet Resource Fair

Roseburg

Nov-15

Governor's
Marketplace at
Chemeketa
Community College

Salem

Local Workforce Investment
Board, International
Association of Workforce
Professionals

Secretary of State

www.Employment.Oregon.gov

Nov-15

Employers on Campus Roseburg
at Umpqua
Community College

Nov-15

Conagra Foods Job Fair

Hermiston

Nov-15

INCIGHT for job
seekers with
disabilities

Salem

Nov-15

Easter Seals Job Fair

Salem

Nov-15

Explore Careers at the Salem
Salem Fairgrounds

Nov-15

Hiring our Hero’s
Veterans Career Fair

Portland

Oct-15

Silverton Job Fair

Salem

Oct-15

Portland State
University Job Fair

Portland

Oct-15

Salem Area and
Career Fair at
Chemeketa
Community College

Salem

Oct-15

East County Veteran
Stand Down

Troutdale

Oct-15

Umpqua Community
College Career After
College Event

Roseburg

Oct-15

Conagra Foods Job
Fair

Hermiston

Oct-15

Linn Benton
Community College
Job Fair

Albany

Oct-15

Oregon Institute of
Technology
Tech/Engineer Job
Fair

Klamath Falls

“Hired for the Holidays” at
Chemeketa Community
College

Diversity Awareness Program
Agency-wide Diversity Council
In 2014, to revitalize the agency’s diversity efforts, the Diversity Council changed their
name to the Equity and Inclusion Council. The purpose of the Employment Department’s
Equity and Inclusion Council is to promote diversity, inclusion and awareness by acting
as an advisory group to the Executive Team to make recommendations on developing
work plans and strategic actions that will provide a positive work and learning
environment for all employees.
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Vision: A workplace where individual strengths are recognized and appreciated and all
employees are encouraged to contribute.
Mission: To work in tandem with the agency’s Executive Team to promote and support
equity and inclusion goals as we strive to become an employer of choice.

“The Council has
a standing article
in the agency’s
monthly
newsletter which
reaches every
employee in the
agency. Since the
inception of the
newsletter in April
of 2015 through
June of 2016, the
Equity and
Inclusion articles
received nearly
11,500 hits.”

The Council is charged with enhancing the work environment for employees and the
delivery of services to customers by developing and promoting an awareness and
understanding of cultural differences and respect for each individual.
The Council has been responsible for:
1) Creation of the Diversity and Inclusion Statement that is part of all recruitment
announcements and placed in all position descriptions;
2) Cultural Awareness Training recommendations to the Executive Team;
3) Calendar of Events that promotes the celebration of cultural events;
4) Sponsorship and promotion of the annual statewide Diversity Conference;
5) Creation of an interactive Expo Center in the lobby of the Salem central office
designed to start a conversation about diversity, and provide a venue for
employees to explore what makes our agency unique, and how we can
communicate and interact in a positive and meaningful way;
6) Monthly newsletter with profiles on Executive Team members, diversity
activities and other interactive topics to help bridge the gap between central
office and field offices. The Council also has a standing article in the agency’s
monthly newsletter which reaches every employee in the agency. Since the
inception of the newsletter in April of 2015 through June of 2016, the Equity
and Inclusion articles received nearly 11,500 hits; and
7) Creation of a training library with different activities for managers to rollout
during weekly, monthly or quarterly meetings with staff.
Employee Resource Groups/Affinity Groups
At this time, the Oregon Employment Department does not have any formal Employee
Resource Groups/Affinity Groups.
Diversity Presentations, and/or Activities
Statewide Diversity Conference
The Oregon Employment Department partners with over ten other state agencies to
present this staff development opportunity for up to 1800 state employees over a two-day
period. Our agency sponsors the attendance of 90 agency staff and volunteers.
The Oregon Employment Department’s support, sponsorship and participation in the
statewide conference is designed to show employees that the Oregon Employment
Department stands strongly behind this important annual diversity event. All agency
employees are encouraged to attend. The Employment Department has been a cosponsor of this event since 2007 and; is also a significant contributor to the conference,
committing funds of around $4500 for speakers and conference materials. Additionally,
since 2007, Employment Department staff has assisted with conference planning,
logistics, speaker selection and other details related to the conference. Our agency has
also had staff participate as workshop presenters.
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Career Development Facilitator Training
With the U.S. workforce constantly changing and evolving, our Workforce Operations
Division staff needs to understand how diversity impacts the workforce, customers and
their own work environment.
The Employment Department offers Career Development Facilitator Training (CDF) in
our Workforce Operations Division. Our agency, along with the Office of Community
Colleges and Workforce Development, and Clackamas Community College, have
partnered to deliver this training. The CDF training is comprised of ten modules,
encompassing 12 competencies, one of which is Diverse Populations. Participants learn
to recognize the specialized needs of individuals from diverse populations and adapt
services to meet these needs after attending the training. Specifically, they will be
able to:
1)
2)
3)
4)
5)
6)
7)

Describe diversity and its developing role in the workforce;
Describe new attitudes towards and approaches to managing diversity in
the workplace;
Describe the groups that make up the diverse American workforce;
Acknowledge and express their own attitudes toward the different
populations described;
Examine both organizational and individual barriers that may affect career
planning success for individuals from diverse backgrounds;
Demonstrate skills and attitudes needed to assist diverse groups with career
development; and
Describe laws that relate to diverse populations.

Agency Assessment of Bilingual Staff
At the Oregon Employment Department, we developed an initiative that would ensure a
higher level of services delivered to our Limited English Proficiency (LEP) customers and
bring an awareness throughout the agency of the importance of providing high quality
services to LEP customers.
The Oregon Employment Department has continued, for the third biennium, a program
that utilizes a neutral third party assessment of language abilities for all agency bilingual
staff. The testing is cost efficient and once staff have become proficient, they receive a
bilingual pay differential in addition to their base salary.
At our agency, we feel the approach of bringing accountability to language skills is
extremely important. Service to all our customers, including LEP customers, is expected
to be of the highest quality. The testing of employees serves to ensure that high quality
services to Limited English Proficiency customers is taking place. Every bilingual speaker
at the Employment Department must be proficient in their language skills and bilingual
duties are outlined in individual position descriptions.
The Employment Department currently has a total of 161 bilingual staff throughout our
agency with strong representation in our unemployment insurance contact centers.
Current records indicate the following breakdown of bilingual employees including:
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130 Spanish speakers;
20 Russian speakers;
10 Vietnamese speakers; and
1 Cantonese speaker.
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Leadership Development/Training Programs
Equal Employment Opportunity (EEO) Data of Trainees
The Employment Department does not currently have EEO data in iLearn and therefore
is not able to report at this time. The Department will work with the Governor’s Office of
Equity, Diversity and Inclusion and other State agencies to understand the future
reporting requirements and determine how to meet the requirements for the next AAP
Review.
Results of Development/Training Programs
Across the agency close to 12,000 participants took part in a variety of training
opportunities during the 2015-2017 biennium.
These training opportunities included:
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Training Provided by Category during 2015-2017

Participants

Agency wide informational Training

89

Compliance Training

692

Leadership Development

42

Management Training

98

Professional Development

1,576

Policy Sign-offs

2,116

Program/Position Specific Training

7,293

Safety & Risk Training

85

TOTAL Participants

11,991

www.Employment.Oregon.gov

“76.9% of exiting
employees said
they would work
for the
Employment
Department again
and 69.2% of
respondents said
they would refer
someone else to
our agency.”

Executive Order 16-09 Update
Training Opportunities (Diversity, Equity and Inclusion)
In order to achieve the highest level of compliance, the Office of Human Resources will
work closely with the Director’s Office, the Executive Team, and the Equity and Inclusion
Council to help create training opportunities which promote diversity, equity and inclusion
within the Employment Department. Executive Order 16-09 will be a standing item on the
agenda for Equity and Inclusion Council meetings.

Statewide Exit Interview Survey
The Office of Human Resources developed and implemented a new strategy for
reaching employees before separation. A template email is sent to each exiting
employee when a separation form is received. The email includes an electronic survey to
the exiting employee powered by SURVEYMONKEY and the results are submitted
directly to the Department of Administrative Services. The Office of Human Resources
keeps an Excel spreadsheet with the employee’s name, termination date, date the exit
interview was sent and reason for separation (i.e. resignation, retirement, transfer to
another state agency). The survey results are reviewed twice per year (June and
December), and shared with the Office of Human Resources Manager. The Office of
Human Resource Manager will discuss trends with the Human Resource Analysts and
Executive Team to determine next steps, as appropriate.
From July 1, 2014 through June 30, 2016, the Employment Department had 125 exiting
employees complete the Statewide Exit Interview Survey after leaving employment with
the Employment Department. The largest percentage of respondents, 47.5% indicated
they were leaving the agency due to career advancement. When respondents were
asked how well the Employment Department met their employment expectations, 33.3%
of respondents rated the agency as good and 30.8% rated it as excellent. When rating
the agency as a place of employment, 16.5% rated the agency as excellent and 38.8%
rated it as good; 14 of 120 respondents rated agency leadership as excellent and 39 of
120 of respondents rated agency leadership as good.
Finally, 76.9% said they would work for the Employment Department again and 69.2% of
respondents said they would refer someone else to our agency. The Employment
Department will create a focused plan on increasing employee satisfaction over the next
two years.

Performance Evaluations of all Management Personnel
Management service performance evaluations and position descriptions will be reviewed
by the Office of Human Resources to ensure the required elements of Executive Order
16-09 are met. In accordance with ORS 659A.012(1), the Performance Review
templates for the Employment Department include the required Affirmative Action Plan
section for the reviewer to complete an assessment of the manager’s or supervisor’s
effectiveness in achieving affirmative action objectives as a key consideration of their
performance. The Department plans to enhance the performance review templates and
process, including increasing timely completion of performance reviews. In addition, the
Employment Department incorporates training to supervisory staff on their role in
ensuring affirmative action efforts are met in our HR Essentials mandatory
supervisor/manager training.
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Status of Contracts to Minority Businesses (ORS 659A.015)
ORPIN
Award
Number
ED-1336-14

Contractor Name

Contractor
Address

Award
Value

Type of Contract

Contract
Summary

ECOREAL, LLC
SOLUTIONS

Portland, OR $59,605.00
97209

ED-1422-14

UNIQUELY MIA INC.
RADHA
CONSULTING

Vancouver,
WA 98686

ED-1933-14

ELECTRONIC
SECURITY
SYSTEMS
Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services
Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services
Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services
Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services
Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services
Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services
Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services
Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services
TRANSLATIONS
SOLUTIONS
CORPORATION

Lake Oswego $30,000.00
97440

Personal Services
Non-IT

8582

Federal Way, $40.00
WA 98023

Translation-WOC

6966

Federal Way, $40.00
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

Federal Way, $100.17
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

Federal Way, $221.95
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

Federal Way, $93.12
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

Federal Way, $162.38
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

Federal Way, $45.00
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

Federal Way, $1,523.00
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

Portland, OR $935.90
97296

Translation-WOC

1420

961-75 Written
Translation
Services

Federal Way, $65.28
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1467-14

ED-1468-14

ED-1473-14

ED-1472-14

ED-1470-14

ED-1471-14

ED-1476-14

ED-1474-14

ED-1478-14

ED-1484-15
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Tsigie Hailegnaw and
Daniel Shambo

A&E

Registr
y
Number
6977

$248,076.00 Personal Services IT 6985

958-77
Project
Management
Services
920-45
Software
Maintenance/
Support
918-93
Security/Safet
y Consulting
961-75 Written
Translation
Services

www.Employment.Oregon.gov

Sabore- Language
Translation Services
ED-1483-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services
Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $45.00
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

Federal Way, $197.40
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1494-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $430.52
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1503-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $138.92
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1502-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $50.00
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1500-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $50.00
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1499-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $150.00
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1498-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $135.70
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1496-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $119.32
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1513-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $250.64
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1511-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $40.00
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1510-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $80.00
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1493-14
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ED-1506-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $50.00
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1496-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $119.32
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1337-14

STUDIO 3
ARCHITECTURE,
INC.

Salem, OR
97301

$13,000.00

Building Design

5692

906-10
Buildings Architectural
Design

ED-1506-14

WET-N-WILD
SPRINKLERS, INC.

Klamath
Falls, OR
97601

$0.00

Snow Removal

7653

968-72 Snow
and Ice
removal
services

ED-1336-14

ECOREAL, LLC
SOLUTIONS

Portland, OR $59,605.00
97209

A&E

6977

958-77
Project
Management
Services

ED-1422-14

UNIQUELY MIA INC.
RADHA
CONSULTING

Vancouver,
WA 98686

$248,076.00 Personal Services IT 6985

920-45
Software
Maintenance/
Support

ED-1933-14

ELECTRONIC
SECURITY
SYSTEMS

Lake Oswego $30,000.00
97440

Personal Services
Non-IT

8582

918-93
Security/Safet
y Consulting

ED-1467-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $40.00
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1468-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $40.00
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1473-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $100.17
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1472-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $221.95
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1470-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $93.12
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services
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ED-1471-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $162.38
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1476-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $45.00
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1474-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $1,523.00
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1478-14

TRANSLATIONS
SOLUTIONS
CORPORATION

Portland, OR $935.90
97296

Translation-WOC

1420

961-75 Written
Translation
Services

ED-1484-15

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $65.28
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1483-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $45.00
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1493-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $197.40
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1494-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $430.52
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1503-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $138.92
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1502-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $50.00
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1500-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $50.00
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1499-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $150.00
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services
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ED-1498-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $135.70
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

ED-1496-14

Tsigie Hailegnaw and
Daniel Shambo
Sabore- Language
Translation Services

Federal Way, $119.32
WA 98023

Translation-WOC

6966

961-75 Written
Translation
Services

Number of Contracts with Minority, Disadvantaged, and/or Women-owned
Businesses
The Employment Department awarded 172 contracts that totaled $2,932,610. Of those,
29 of the contracts were awarded to Minority, Women and Emerging Small Business
firms totaling $355,764.62. All Employment Department contracting opportunities
exceeding the Direct Negotiate Threshold of $10,000 are posted on the Oregon
Procurement Information Network (ORPIN), which also provides notice of these
opportunities to COBID certified firms, with the exception of:
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Interagency Agreements, Intergovernmental Agreements, or contracts with nonprofit partners comprise over 50% of OEDs total contracts.
Some contracts are directly awarded as a result of vendors being specifically
named as a sub-recipient of a grant process.
Janitorial and Landscaping contract opportunities are first offered to Qualified
Rehabilitation Facilities, by statute.
All OED vending opportunities are first offered to the Oregon Blind Commission.
Many of OED’s procurements are obtained through DAS State-wide Price
Agreements e.g. translation, interpretation, and sign language and these
opportunities were offered to COBID certified vendors.
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“The Director
commits the
Oregon
Employment
Department to a
policy of equal
employment
opportunity and is
active in the
attainment of the
agency’s
Affirmative Action
goals and
objectives.”

ROLES FOR IMPLEMENTATION OF AFFIRMATIVE
ACTION PLAN
Responsibilities and Accountabilities
Directors and Administrators
The Director commits the Oregon Employment Department to a policy of equal
employment opportunity and is active in the attainment of the agency’s Affirmative Action
goals and objectives. The Director has overall responsibility to:





Implement the Affirmative Action Plan.
Monitor progress toward meeting Affirmative Action goals.
Ensure compliance with all applicable federal and state laws, rules and
regulations regarding equal employment opportunity.
Deal directly with reported actions that are contrary to the policies and
procedures outlined in the Affirmative Action Plan.

The Executive Team includes the Director, Deputy Director, Interim Chief Administrative
Officer, Workforce Operations Division Director, Unemployment Insurance Division
Director, Workforce and Economic Research Division Director, Human Resources
Manager, Legislative and Public Affairs Manager, Chief Financial Officer, Chief
Information Officer, and partner participants, the Chief Administrative Law Judge and
Office of Workforce Investments Director. The Executive Team members are responsible
for the full implementation of the Affirmative Action Plan within their area of responsibility,
including the responsibility to:
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Establish a positive climate for program success within their area of
responsibility.
Make a place where employees can thrive, succeed, and look forward to
coming to work each day.
Review personnel practices and procedures including training programs,
recruiting, hiring and promotion patterns to identify possible roadblocks to
equal employment opportunity and upward mobility, and then take
appropriate remedial action.
Participate in meetings of minority organizations, women’s organizations
and community service groups, as appropriate.
Hold regular discussions with managers, supervisors, and employees to be
certain that the Affirmative Action Plan is understood and is being
implemented as assertively as possible.
Evaluate managers’ and supervisors’ performance on the basis of their
Affirmative Action efforts and results.
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Managers and Supervisors
The Employment Department’s managers and supervisors have primary responsibility for
the success of the Affirmative Action Plan through their direct supervisory role. Managers
and supervisors are responsible for implementing the agency’s Affirmative Action Plan,
including:
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Become thoroughly familiar with the details of the Affirmative Action Plan as they
apply to his or her program, section or unit, and monitor progress of hiring and
promotions in relation to Affirmative Action goals;
Communicate the Affirmative Action Plan by:
1. Briefing all new employees on the Plan.
2. Maintaining a copy of the Plan readily available for reference and for
employees to read.
3. Discussing the Plan and progress being achieved at staff meetings.
4. Providing information to staff regarding Affirmative Action (AA),
Equal Employment Opportunity (EEO), and the prohibition of
discrimination and harassment.
Periodically review hiring and promotion patterns, training programs, job
descriptions, and work assignments to identify and remove any barriers to equal
employment opportunity; Ensure freedom from stereotyping persons with
protected class status that could limit their access to jobs for which they are
qualified.
Take steps to become involved in outreach and high school/college programs,
such as “career days” to introduce potential applicants/students to Employment
Department programs to encourage their consideration of workforce management
as a career option. In working with the school districts, express our agency’s
interest in reaching students of protected classes so that school coordinators
encourage their participation in any presentations we make.
Take proactive steps to develop strong, diverse applicant pools for current and
future vacancies; select the best-suited candidates taking Affirmative Action goals
into consideration.
Attend and encourage employees to attend Equal Employment
Opportunity/Affirmative Action and diversity training programs.
Create a working environment, which encourages all employees to achieve their
full potential. This includes addressing career development opportunities,
developing individual development plans and reviewing employee training and
career plans to determine appropriate developmental assignments.
Maintain a professional attitude and an inclusive work environment, free of
harassment and other forms of discrimination to enhance employee perception of
the Employment Department as their “employer of choice.”
Assist in identifying problem areas.
Participate in community programs designed to promote equal employment
opportunity.
Review qualifications of all employees to ensure all persons with protected class
status are given full opportunity for transfers and promotions.
Take action to prevent harassment of employees.
Encourage and support a culturally diverse and harassment free work
environment.
Conduct and support career counseling for all staff members.
Ensure that required posters and notices are properly displayed.
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“The agency’s
Affirmative Action
Representative
ensure the
investigation and
resolution of all
discrimination and
harassment
complaints are
conducted in
compliance with
procedures and in
a timely manner.”





Ensure that protected class employees are afforded full employment
opportunities and are encouraged to participate in agency-sponsored
educational, training, and social activities.
Ensure that the protected-class employees’ section or office fully complies with
the spirit and policies of the Affirmative Action Plan.
Be accountable to the agency Director for personal support of the agency’s Equal
Employment Opportunity/Affirmative Action policies and for personal contributions
toward achieving the agency’s Affirmative Action goals.
Be actively involved with local People with Disabilities service programs designed
to promote equal employment opportunity.
Reasonably accommodate employees with disabilities through an interactive
process.
Inform the schools from which we recruit of our commitment to employees with
protected class status.
Encourage employees with disabilities to participate in government and
community sponsored programs designed to provide career-related information.

Affirmative Action Representative
The Human Resources Manager either serves as or designates the Affirmative Action
Representative and is responsible for partnering with the Agency Director, Executive
Team, Managers, and Supervisors on the implementation of the Affirmative Action Plan.
The Human Resources Manager or Affirmative Action Representative represents the
Employment Department on matters relating to Affirmative Action. Specific
responsibilities include, but are not limited to the following:








Develop the Employment Department’s written biennial Affirmative Action
Plan. Publicize and distribute the Affirmative Action Plan.
Develop affirmative action programs and internal and external
communication programs about the Affirmative Action Plan according to the
Governor’s Equity Office recommendations.
Maintain statistical information of race, gender, and disabilities obtained
through analysis of state personnel data. Provide analysis and recommend
goals with timelines, and develop programs to achieve those goals.
Monitor goals initiated to remedy areas of underutilization.
Provide feedback to managers and supervisors on their affirmative action
progress.
Ensure the investigation and resolution of all discrimination and harassment
complaints are conducted in compliance with procedures and in a timely
manner.
Report all complaints directly to the Director and provide progress updates.

The Employment Department’s Human Resource Analysts provide Human Resources
(HR) consultation and support to the all of the various work units/sections of the agency.
This HR support includes the responsibility to investigate all discrimination and
harassment claims and complaints that an employee files with their supervisor or
manager, or that they file directly with Office of Human Resources.
The Recruitment Analyst has been designated to ensure the agency provides public
notification that “auxiliary aids and services upon request to individuals with disabilities,”
along with TTY telephone numbers are available. The Recruitment Analyst also ensures
the agency’s program information is available in alternative formats to individuals with
disabilities, or in languages other than English as a reasonable accommodation when
requested.
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JULY 1, 2015 – JUNE 30, 2017
Accomplishments
The Employment Department remains fully committed to reaching and surpassing our
goal of recruiting, hiring, retaining and promoting people with disabilities, people of color,
and women in our workforce. Through the leadership of the Director, Executive Team,
and Equity and Inclusion Council, it is expected that each employee of the agency treat
all customers, and fellow employees, with respect. The agency aspires to be seen as an
employer of choice because we are welcoming and accessible with a work environment
that is inclusive and supportive. We believe that different cultural perspectives strengthen
our teams and discussions, and lead to creativity and innovation in the way we approach
our work.
Our Equity and Inclusion Council is committed to revitalizing the agency’s diversity
efforts. The Employment Department continues to dedicate resources to the Equity and
Inclusion Council which serves as the agency’s committee focused on facilitating the
diversification of the agency’s workforce. The vision of the Equity and Inclusion Council is
to create a workplace where individual strengths are recognized and appreciated, and all
employees are encouraged to contribute.
The Equity and Inclusion Council recently developed an internship program targeting
underrepresented populations. They started by focusing on persons with disabilities, and
plan to expand the internship program to other underrepresented populations in the
future. The pilot internship program is slated to roll out in fall of 2016.
The Employment Department representation for persons of color and women changed
little in the past two years. While the percent increased slightly (less than 2%), we now
have fewer employees than we did two years ago. Because measures of the workforce
representation of people with disabilities rely on voluntary self-identification, the actual
number of agency employees with disabilities remains unknown. This dilemma remains a
statewide issue that we will monitor closely.
Workforce Representation for Women:

EEO Category

2016
Employees

2016
2016
Number of
Percent
Women

2014
Employees

2014
2014
Number of
Percent
Women

A. Officials/
Administrators

95

51

53.68%

98

51

52.04%

+1.64%

B.
Professionals

800

499

62.37%

924

584

63.20%

-0.83%

C. Technicians 17

11

64.70%

23

14

60.86%

+3.84%

F.
Administrative
Support

103

88

85.43%

124

106

85.48%

-0.05%

H. Service/
Maintenance
Workers

0

0

0

0

0

0

0

Agency Total

1015

649

63.94%

1,169

755

64.58%

-0.64%
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Change
in
Percent
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Workforce Representation for Persons of Color:
EEO Category

2016
Employees

2016
Number of
POC

2016
Percent

2014
Employees

2014
Number
of POC

2014
Percent

Change
in
Percent

A. Officials/
Administrators

95

19

20.00%

98

19

19.38%

+0.62%

B. Professionals

800

187

23.37%

924

205

22.18%

+1.19%

C. Technicians

17

3

17.64%

23

1

4.34%

+13.30%

F. Administrative
Support

103

23

22.33%

124

21

16.93%

+5.40%

H. Service/
Maintenance
Workers

0

0

0

0

0

0

0

Agency Total

1015

232

22.85%

1,169

246

21.04%

+1.81%

2014
Percent

Change
in
Percent

Workforce Representation for Persons with Disabilities:
EEO Category

2016
Employees

2016
Number of
PWD

2016
Percent

2014
2014
Employees Number
of PWD

A. Officials/
Administrators

95

0

0

98

0

0

0

B. Professionals

800

14

1.75%

924

20

2.16%

-0.41%

C. Technicians

17

0

0

23

0

0

0

F. Administrative
Support

103

2

1.94%

124

5

4%

-2.06%

H. Service/
Maintenance
Workers

0

0

0

0

0

0

0

Agency Total

1015

16

1.57%

1,169

25

2.13%

-0.56%
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Progress Made or Lost Since Previous Biennium
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2015-2017 Goals

Progress

Office of Human Resources (OHR) to continue checking
the Statewide Exit Interview Survey results and share
with the Equity and Inclusion Council. Based on
responses look for ways to promote and increase
inclusion throughout the agency. Encourage and make
the link to the Survey readily available for separating
employees to use.

The OHR continues to send a link to the
Statewide Exit Interview Survey via email to
exiting employees either before or after
separation. An OHR Recruitment Analyst
reviews the exit survey results on a quarterly
basis and shares the results with the Human
Resources Manager and Executive Team.

As well as using the WorkSource offices to advertise
current openings, explore more social media avenues to
keep up with the changing trends in the labor pool.
Continue to work with the Governor’s Affirmative Action
Office to reach targeted protected class populations as
well as continue to build an internal diverse advertising
directory.

The Employment Department WorkSource
offices continue to work with the OHR in
posting agency competitive recruitments. In
May 2016 OHR hired a Recruitment Analyst
with significant experience sourcing
candidates utilizing LinkedIn. This
experience is currently being utilized to
source diverse passive candidates. Posting
instructions were created to ensure all
agency recruitments had consistent
language. OHR continues to work with the
Governor’s Equity Office to reach diverse
populations.

Ensure all managers update employees’ position
descriptions at their next performance appraisal date
and insert the Diversity and Inclusion statement under
the “Program and Position Information”, section.

All Employment Department job
announcements for opportunities with the
agency include the EEO and Diversity and
Inclusion statement. The Employment
Department has also started placing the
Diversity and Inclusion statement in all
position descriptions as they come open for
recruitments.

Continue to develop and roll out courses for new and
existing managers. Have all new managers complete
the courses within six months of being hired.

Some training has been developed and
revised for new managers as part of NEW
(New Employee Welcome) onboarding.
Supplemental training was provided by the
Department of Administrative Services.

Establish a larger presence of the Equity and Inclusion
Council within the agency. Create more awareness on
diverse topics. More action is needed for employee
involvement; explore more options for getting
employees to participate in Council discussions.

The Employment Department’s Equity and
Inclusion Council created an interactive
Expo Center in the lobby of the Salem
central office designed to start a
conversation about diversity, and provide a
venue for employees to explore what makes
our agency unique, and how we can
communicate and interact in a positive and
meaningful way. The Council started a
monthly newsletter with profiles on
Executive Team members, diversity
activities and other interactive topics to help
bridge the gap between central office and
field offices. The Council created a training
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library with different activities for managers
to rollout during weekly, monthly or quarterly
meetings with staff. The Council also has a
standing article in the agency’s monthly
newsletter which reaches every employee in
the agency. Since the inception of the
newsletter in April of 2015 through June of
2016, the Equity and Inclusion articles
received nearly 11,500 hits.
Implement a system to track how managers are
Due to a longstanding vacancy in the
promoting and fostering a diverse workforce and
Human Resources Manager position within
discrimination free workplace. Recognizing the value of the OHR, this goal has not yet been met.
individual and cultural differences and the importance of
creating a work environment in which individual
differences are valued, ensuring that Executive Order
08-18 is being met.
Research opportunities to partner with minority
organizations for volunteer/internships to increase job
readiness of underrepresented groups.

The Equity and Inclusion Council developed
an internship program targeting
underrepresented populations, starting with
persons with disabilities. The Council plans
to expand the program to other
underrepresented populations. The
internship program is slated to roll out in the
fall of 2016.
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OHR will continue to meet with managers/supervisors to
discuss recruitment strategies before advertising for
positions and will continue to promote the following
resources: Diversity and Inclusion Recruitment
Guidelines, Tools for Managers, Diversity Interview
Questions and the Oregon Employment Department
Recruitment Guide.

The Employment Department Recruitment
Analyst meets with every manager before a
position is posted to discuss recruitment
strategies. Managers have begun to
promote diversity in each step of the
recruitment process including adding a
diversity question during the application
process, a diversity question during
interviews, and managers seek diversity in
their interview panels.

OHR in partnership with our Business & Employment
Services Division will continue to educate communities
across the state of Oregon about our job opportunities
and services we provide through job and career fairs.

The OHR and Workforce Operations
(formerly Business & Employment Services
Division) participated in over 100 job and
career fairs (for both adults and youth) and
Veteran Stand Downs during the past
biennium.

OHR Recruitment Analyst will continue to pull
demographic reports and review for any disparate
impact. Results to be shared with the Equity and
Inclusion Council.

The OHR Recruitment Analyst pulls
demographic recruitment reports on a
quarterly basis.
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“The Affirmative
Action Plan goals
have been
developed in
recognition of the
value of individual
and cultural
differences and
the importance of
creating a work
environment in
which individual
differences are
valued.”

JULY 1, 2017 – JUNE 30, 2019
Goals (Including Strategies and Timelines for Achieving Goals)
The 2017-2019 Goals for the Affirmative Action Plan have been developed to align with
and expand on Goal 5 from the Oregon Employment Department‘s 2014 – 2019
Strategic Plan (Amended for 2016-2019).
Strategic Plan (SP) Goal 5 is to “Strengthen the Employment Department’s performance
through efficient and effective business practices and by providing exceptional customer
service.”
The Affirmative Action Plan goals have been developed in recognition of the value of
individual and cultural differences and the importance of creating a work environment in
which individual differences are valued. As we make progress towards these goals
Executive Order (EO) 16-09 will be met.
2017-2019 Affirmative
Action Plan Goals

Strategies

Timeline

a. New Employee Welcome (NEW). To
improve retention of new, diverse
hires, implement additional
components of the NEW on-boarding
program that assure new hires are
provided connections to others in the
organization.

Begin:
August 2016 Pilot

a. Each administrative services area will
consult with other areas of the
agency to identify a relevant training
opportunity. Develop and deliver a
relevant training to staff annually
based on the identified need (SP
5.1.2).

Begin:
July 2016

SP Goal 5.1 Develop People
New Employees

Training

End:
Ongoing Program

End:
June 2019

b. Provide a full span of management
and leadership development training
opportunities:
1. Universal Leadership (for all staff)
2. Leadership Lab
3. Transition to Management
4. Management Development Series
(from Department of
Administrative Services)
5. Advanced Leadership
6. Executive Leadership/Coaching
(SP 5.1.3).
c. Develop and communicate an annual
calendar of training opportunities.
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Performance Management

a. Improve the implementation of the
Affirmative Action Plan through the
use of performance assessments or
performance management (EO 1609).

Begin:
January 2017
End:
Ongoing

b. Ensure all management performance
evaluations include an assessment of
the manager’s effectiveness in
achieving affirmative action objectives
(EO 16-09).
c. Ensure incorporation of affirmative
action, diversity, and inclusion
responsibilities in executive and
management job descriptions as
appropriate (EO 16-09).
d. Ensure all managers complete
performance appraisals for all
employees annually (Collective
Bargaining Agreement).
Pilot Career Development
Plans for Administrative Staff

a. All administrative staff will have an
approved Career Development Plan
(SP 5.1.1).
b. All administrative staff will complete
at least one non-mandatory training
or professional development activity
each year as funds allow (SP 5.1.1).

Begin:
July 2016
End:
June 2019

c. Identify and develop culturally
competent career development plans
that may include opportunities for
mentorships, job rotations, job
shadowing.
SP Goal 5.2 Increase Communications and Outreach
Increase the Equity and
Inclusion focus.

a. Add an Equity and Inclusion Officer
Begin:
position to lead the development and July 2016
implementation of equity and
inclusion strategies.
End:
June 2019
b. Recruit and hire the Equity and
Inclusion Officer.
c. Equity & Inclusion Council will submit
an annual action plan for support and
accountability on projects from the
Executive Team.
d.
e. Roll out an Equity and Inclusion
internship pilot program fall of 2016 to
increase job readiness of
underrepresented groups. For this
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pilot, two internship opportunities
within the central office will be open
to Oregonians with disabilities.
Success will be measured through
individualized performance
evaluations and self-assessments
completed over the course of the 12
week internship. These will show
measurable increases in interns’ skills
and confidence. Once the internship
has ended, the program will be
evaluated for successes, failures,
opportunities for improvement, and
scalability. The goal is to expand the
internship opportunity to other
underrepresented populations.
f.

Increase participation in job fair,
community, diversity, and
professional organization events.

SP Goal 5.3 Improve Processes
Improve the quality and
a. Continue to partner with the
Ongoing
quantity of sourcing applicants.
Governor’s Equity Office to reach
diverse populations and participate in
GAAO sponsored training (EO 1609).
b. Office of Human Resources, in
partnership with the Workforce
Operations Division, will continue to
educate communities across the state
of Oregon about our job opportunities
and services we provide through job
and career fairs.
c. Employment Department will assess
and utilize relevant social media
platforms and reach out to multiple
diversity groups in collaboration with
other state agencies.
Review and improve the
recruitment process.

a. Develop and implement a process for
the Office of Human Resources and
the Hiring Manager to plan each
recruitment effort prior to posting
positions.

Begin:
October 2016
End:
June 2019

b. Review the screening and interview
process.
c. Review the selection and
employment offer process.
d. Review the close out process of the
recruitment.
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e. Communicate processes to assure
transparency and consistent
application.
Review and improve reporting
and metrics.

a. Evaluate and assess any trends
showing an increase or decrease in
harassment or discrimination claims
(EO 16-09).
b. Continue to utilize the Statewide Exit
Interview Survey. Prepare report on
a quarterly basis and share with the
Equity and Inclusion Council,
Executive Team, Human Resources
Manager, and Human Resource
Analysts (EO 16-09). Based on
responses, the agency will look for
ways to promote and increase
inclusion throughout the agency.

Begin:
July 2016
End:
Ongoing

c. Track, report, and communicate on
the diversity of the applicant pools
and new employees.
d. Report to hiring managers during
each recruitment and to Executive
Team quarterly.
e. Recruitment Analyst will track
monthly job and career fairs.
Affirmative Action Workforce
Representation Goals

a. Increase the racial and/or ethnic
diversity of staff from current
baselines to more closely reflect the
racial and ethnic diversity of the
agency’s customers. Increase the
representation of staff with
disabilities.

Begin:
July 2016
End:
June 2019

b. Review and revise existing or develop
new culturally competent career
development activities (i.e.,
mentorships, rotation opportunities,
job shadowing, etc.).
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APPENDIX A: STATE POLICY DOCUMENTATION
http://www.oregon.gov/gov/policy/Documents/State_Affirmative_Action.pdf

ADA and Reasonable Accommodation Policy (Statewide Policy 50.020.10)
Discrimination and Harassment Free Workplace (Statewide Policy 50.010.01)
Employee Development and Implementation of Oregon Benchmarks for Workforce
Development (Statewide Policy 50.045.01)
Veterans Preference in Employment (105-040-0015)
Equal Opportunity and Affirmative Action Rule (105-040-0001)
Executive Order 16-09
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APPENDIX B: FEDERAL DOCUMENTATION
*http://www.oregon.gov/gov/policy/Documents/Federal_Affirmative_Action_TitleVII.pdf

Age Discrimination in Employment Act of 1967 (ADEA)
Disability Discrimination Title I of the Americans with Disability Act of 1990
Equal Pay and Compensation Discrimination Equal Pay Act of 1963, and Title VII of
the Civil Rights Act of 1964
Genetic Information Discrimination Title II of the
Genetic Information Nondiscrimination Act of 2008 (GINA)
National Origin Discrimination Title VII of the Civil Rights Act of 1964
Pregnancy Discrimination Title VII of the Civil Rights Act of 1964
Race/Color Discrimination Title VII of the Civil Rights Act of 1964
Religious Discrimination Title VII of the Civil Rights Act of 1964
Retaliation Title VII of the Civil Agency Affirmative Action Policy
Sex-Based Discrimination Title VII of the Civil Rights Act of 1964
Sexual Harassment Title VII of the Civil Rights Act of 1964
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APPENDIX C: ADDITIONAL FEDERAL DOCUMENTATION
To comply with federal assurance of Equal Opportunity (EO), as a condition to the award
of financial assistance from Employment and Training Assistance (ETA), Oregon must
assure that the operation of its programs, and all agreements or arrangements to carry
out the programs for which assistance is awarded, will comply with the following laws:
• Title VI of the Civil Rights Act of 1964, as amended;
• Sections 504 and 508(f) of the Rehabilitation Act of 1973, as amended;
• Age Discrimination Act (ADA) of 1975, as amended,
• Section 188 of the Workforce Investment Act; and
• Title IX of the Education Amendments of 1972, as amended.
Oregon must assure that it will establish and adhere to Methods of Administration that
give a reasonable guarantee of compliance with the above equal opportunity and
nondiscrimination laws and regulations regarding the program services it provides and in
its employment practices.
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