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The Department of Public Safety Standards and Training’s (DPSST) mission is to pursue
excellence in training and accountability for public safety professionals.

Agency Overview

The DPSST provides statutorily mandated basic training courses for Oregon public safety
professionals at the start of their careers, certifies/licenses and upholds professional standards
and regulations for police officers, corrections officers, parole and probation officers, regulatory
specialists (OLCC), telecommunicators (9-1-1), emergency medical dispatchers, criminal justice
instructors, private security providers, private investigators, and polygraph examiners in the State
of Oregon. The DPSST is also responsible for determining candidates' eligibility to run for office
of Sheriff, authorizing federal officers to make arrests pursuant to ORS 133.245, and providing
staffing for the Public Safety Memorial Fund and Governor's Commission for the Law
Enforcement Medal of Honor. The DPSST works in consultation with public and private safety
agencies around the state by providing basic, leadership and specialized training at the 237-acre
campus in Salem, as well as regionally throughout the state. The DPSST strives to provide the
resources public safety providers and public safety agencies need to maintain the highest skills
and provide excellent service to Oregon's communities and citizens.

The agency works in conjunction with a 26-member Board on Public Safety Standards and
Training who are responsible for establishing the training and certification standards required to
be met and maintained by 43,000 public safety providers throughout the state.

Agency Mission and Objective

The DPSST implements minimum standards established by the Board on Public Safety
Standards and Training for recruitment and training of city, county and state police officers,
corrections officers, parole and probation officers, fire service personnel, OLCC inspectors,
emergency telecommunicators and private security providers. The DPSST conducts public safety
training throughout Oregon and at the OPSA campus in Salem; certifies qualified officers at
various levels from basic through executive; certifies qualified instructors; and inspects and
accredits training programs throughout the state based on standards established by the Board on
Public Safety Standards and Training.

Mission — Pursuing excellence in training and accountability for public safety professionals.

Vision — DPSST will be the premier public safety standards and training agency in the nation by
inspiring professionalism, innovation, diversity, and community.
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Values fostered in achieving the Agency Mission:

Diversity — Recognizing all the way people differ creates crucial inclusion of thoughts, ideas,
perspectives, and values.

Integrity — Following the highest ethical standards in our working relationships, practices, and
decisions.

Accountability — Responsibility in word and deed for our actions both positive and negative.
Service — Making intentional decisions based on an understanding of the needs of others.

Compassion — Regarding others with respect, sympathy, and empathy in relation to their varied
and valued roles within the organization.

Guiding principles:
Safety and wellbeing for staff and students.
Quality of services provided.

Identification of agency employees:
Agency Director: Philip Castle, 503-931-0178
Governor’s Policy Advisor for DPSST: Constantin Severe, 503-986-6545

Agency’s Affirmative Action Representative: Tiffany Ball, HR Business Partner (HRBP), 503-
689-4159

Lead for COBID contracting: Jeff Hunt, Procurement Manager, 503-508-6909
Org. Chart - Appendix A
Roles for Implementation of Affirmative Action Plan

Roles and responsibilities
The HRBP will oversee tracking diversity among candidates through Workday.

The HR Recruiter will oversee advertising job announcements in various places to ensure a
diverse pool of applicants.

Accountability mechanisms - Statistics in Workday will be used to track the diversity of
candidates. These statistics will be pulled every quarter to track progress.

Executive staff - Executive staff, in collaboration with HR, will ensure that managers receive
appropriate training on hiring and retaining candidates. Additionally, executive staff will assess
management's effectiveness in meeting affirmative action goals, maintaining a work environment

Page 3 of 4



free from harassment and discrimination, and providing equal access to training and
development opportunities.

Management staff - Management staff will evaluate candidates fairly and consistently, work to
maintain work environments free from harassment and discrimination and allow equal access to
training and development opportunities.

Other staff - Other staff will work to maintain work environments free from harassment and
discrimination.

2023-2025 Affirmative Action Plan Progress Report

In the 2023-2025 biennium, the DPSST's goal was to improve in the following areas.
Recruitment

= Remove language that is ableist or gendered. Replace language with inclusive wording
throughout position descriptions and the job postings.
e The DPSST has eliminated ableist and gendered language from all recruitment
materials and has adopted more inclusive language.

= Ensure the working conditions are accurately reflected.
e An example of this is the requirement of a driver’s license, is determining if there is a
requirement for the position to drive.

o Before posting new recruitment opportunities, review and adjustment is
completed to the working conditions to accurately reflect the needs of each
position, ensuring inclusivity for all potential applicants.

= Evaluate classifications and minimum qualifications to determine appropriateness and
question whether they are negating certain groups of people. Carefully considering the
position requirements and the desired knowledge, skills, abilities, attitude, and behaviors.
e The level and type of educational background.

o A review of practices was completed to ensure inclusivity is embedded in all
recruiting processes and educational background is only requested when it is
necessary for the position.

e Degree —if it’s not a minimum requirement, do not require or incorporate as a desired
attribute.

o The DPSST has stopped requiring degrees past what is needed per the
minimum qualifications.

e Related experience. Ensuring the recognition and value of lived experience as a
desired qualification for a position.

o The DPSST has placed value on related experience and lived experience to
ensure the most qualified candidates are being interviewed.

o The DPSST has removed unnecessary material requirements, such as cover
letters, for entry-level positions. Efforts are also taking place to transition
questionnaire models that focus on the skills and attributes required for the
position, rather than tenure, to avoid excluding younger generations.
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Advertising recruitments to diverse audiences by posting to diverse job posting sites like
LinkedIn or Partners in Diversity. The DPSST will continue outreach to local law
enforcement agencies and National Associations for people of color and women in law
enforcement.

e The DPSST has been working to reach a diverse range of candidates by advertising
job openings on platforms like LinkedIn and Partners in Diversity. However, the
results from Partners in Diversity have been limited. To enhance outreach, a plan is in
action to utilize a combination of emails, job boards, and paper flyers. These methods
will enable us to connect with a wide variety of individuals across different
generations and backgrounds who possess the necessary skills for the positions.

e For roles such as Public Safety Training Specialist 1 and 2, which require public
safety experience or expertise in specific areas of public safety instruction, our
recruitment efforts will target the public safety community, veterans, and individuals
with specialized skills in areas like firearms, defensive tactics, and leadership. This
strategy is designed to attract a broad and diverse pool of candidates.

Return to attending career fairs in person once they resume post-COVID. Virtual career fairs
will continue to be attended.
e The DPSST has attended four career fairs during the 23-25 Biennium as of August 1,
2024, and plans to attend more. Budgetary restrictions have limited career fair
attendance.

Continued evaluation will occur on how interview questions are provided to candidates.
Changes are being made to provide the interview questions prior to the interview for
inclusivity of individuals with disabilities and those with English as a second language.

e The DPSST provides the candidate interview questions before the process for most
administrative positions. For professional and technical roles quick and
comprehensive responses are essential as they reflect attributes and skills necessary
for job functions, therefore questions are not provided prior. Interview resources such
as position descriptions are provided for preparation for all positions. In addition,
candidates have been provided a hard copy of the interview questions during the
process to allow candidates to reference as needed.

Human Resources is actively working to enhance strategies for recruiting applicants from
diverse backgrounds. Efforts include ongoing training on hiring practices, best practices, DEI
(Diversity, Equity, and Inclusion) training, and alternative sourcing methods. These
initiatives aim to increase the diversity within applicant pools by equipping managers and
supervisors with the knowledge and tools needed to effectively reach and engage a broader
range of candidates.

e The HR recruiter holds individual consultations with hiring managers for each
recruitment to ensure adherence to best practices. These consultations also address
potential challenges candidates might encounter due to position demographics and
explore ways to make the recruitment process more inclusive and equitable.
Additionally, leadership engages in the DEI planning cohort and shares insights from
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the Office of Cultural Change (OCC) to further educate and train all managers and
supervisors on DEI practices related to recruitment.

= A consultant will be engaged to enhance the DEI competencies of the executive team, with
this initiative scheduled to take place between June and July 2023.

e This remains an ongoing priority despite budgetary constraints that have prevented
the hiring of a DEI consultant. In the meantime, continued engagement with the
Department of Administrative Services (DAS) Office of Cultural Change (OCC)
takes place through meetings, inquiries, and idea boards.

Selection

= Training for interview panel members is being developed and will be mandatory before
participating in interviews. This training aims to address and reduce biases and inequities in
the interview process.
e This training has been developed and is set to be implemented for all staff
participating on interview panels. Currently, the facilitator is providing an overview
of the expectations for each panel member.

= Selecting candidates to move forward should be based on a consistent scoring matrix that is
developed prior to the recruitment closing.

e A standardized matrix from DAS Recruitment has now been implemented across all
recruitment and interview procedures. To enhance inclusivity, a user-friendly
application process and comprehensive screening criteria have been adopted. Panel
scoring is guided by predetermined criteria that align with job responsibilities and
required skills/attributes for each position. These criteria, along with the questions
and scoring rubric, are detailed to ensure objectivity across interview panels.

= Interview panels should consist of an HR representative to ensure hiring practices are being
followed by all managers. This includes making sure that our interview panel is aware of the
Standard Operating Procedures for interviewing.

e HR representation was used on all panels for the first year. The agency has now
moved to a model that is more functional for the where HR is present for two to three
interviews with a new manager and then steps in only when needed to fill a seat on
the panel.

o When conducting secondary screening for interview advancement, selection
panel receive a screening matrix that ensures measurable outcomes based on
rubrics. This reduces unconscious bias within the selection panel and ensures
objectivity that may be influenced by resume or material presentation.

Retention

= An agency-wide diversity training (outside of Workday Learning) will be planned for all
DPSST staff to attend.
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e Due to budget constraints, a DEI training partner has not been engaged at this time.
However, there is eagerness to utilize resources from the Office of Cultural Change
(OCC) for education and support.

= The DPSST has coordinated a committee to evaluate and bolster the employee recognition
program.
e Efforts to enhance employee recognition were made; however, due to the increase in
60-person classes and other competing priorities, the program has been paused. The
committee plans to regroup and focus on revitalizing it.

= To prepare for employee advancement, the DPSST will continue encouraging career
development and training opportunities for employees who are part of historically
marginalized communities and people of color.

e The DPSST supports employee advancement through job rotations, leadership roles,
and relevant training opportunities across the country, fostering their development
and benefiting the agency. Additionally, feedback and transparency are prioritized by
providing unsuccessful candidates with constructive feedback, which ensures
continuous improvement of processes and outcomes.

= Remove language from all documents that is considered disparaging.
e The DPSST has removed disparaging language from all documents and continues to
screen documents through review as they are revisited.

Employee Engagement

= A peer support group is currently being implemented within DPSST. A designated individual
will be trained to listen to and possibly advise employees on personal or work-related
struggles. The goal is to help employees remain more engaged and focused at work.

e The peer support group has been established and is functioning effectively. Currently
composed of four employees, the team plans to expand in the next biennium. While
meeting content remains confidential, the team has provided valuable support to
many employees over the past year.

= Fostering inclusion of diverse perspectives to achieve agency goals.

e The DPSST participated in the Gallup employee engagement assessment in
December of 2023. These results are being used to ensure diverse perspectives are
utilized to work on the agency's strategic plan. Each department has also contributed
specific feedback to aid in the building of the agency’s strategic plan.

Program Improvements for Staff and Constituents

* Inclusivity and Minority Representation within Procurement: Significant efforts have been
made at the state level to reduce barriers that prevent minority and community-based
organizations from participating in the state procurement process. DPSST aims to foster
greater inclusivity within operations and partnerships.
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=  Equity Review Curriculum and Training Development: DPSST is dedicated to incorporating
equity and cultural awareness into curriculum development and training. This commitment
entails understanding impacts and issues that affect marginalized populations by conducting
research and data analysis and adjusting curriculum and training content accordingly. By
understanding diverse communities and evolving national police reform standards, DPSST
works diligently to ensure that its training programs are equitable and inclusive in training
public safety professionals.

= DPSST’s Goal for Alignment of the Affirmative Action Plan, the DEI Plan, and the Strategic
Plan
e The DPSST is actively integrating its Affirmative Action Plan, DEI Plan, and
Strategic Plan into a unified document. This effort aims to enhance the effective
implementation of all organizational goals. By consolidating these plans, the goal is
to better align initiatives, ensuring a comprehensive approach to promoting diversity,
equity, and inclusion while strategically advancing the mission and objectives.

Leadership Evaluation Report

Leadership receives regular updates and improvement strategies to ensure they meet the goals
outlined in the Affirmative Action Plan. During quarterly check-ins, leadership evaluates
managers' efforts in achieving Affirmative Action objectives, assessing their contributions to
fostering a diverse and inclusive workplace as part of their performance evaluations. Affirmative
Action goals are integrated into all recruitment processes and staff development initiatives.
Leadership also incorporates these goals into all programs for staff and constituents,
demonstrating a commitment to state-mandated principles of fairness, equity, and inclusivity.
Continuous efforts are made to improve practices and effectively achieve these objectives.

Demographic analysis — All staffing, management, and promotional demographics -
Appendix E

Gender identity reporting in Workday is optional. Among those who chose to report, 30.1%
identified as female, which is a slight decrease compared to the 2023-2025 biennium. This
indicates that the DPSST's workforce remains predominantly male. Efforts to attract, recruit,
hire, and retain female employees have been reviewed for the 2023-2025 biennium, and
strategies will continue to be refined to better appeal to non-male candidates.

The agency has a notable representation of Generation X employees. Currently, 82 employees
belong to the Baby Boomer and Traditionalist generations, suggesting that a wave of retirements
is likely in the near future. To address this, DPSST will need to develop strategic recruitment
plans for succession. The workforce is already shifting, with 123 employees now from the
Millennial and Generation Z cohorts.

Reporting veteran status in Workday is optional. Among those who chose to report, 24

employees are veterans. DPSST remains committed to enhancing efforts in recruiting and
retaining veterans.
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The DPSST's current workforce is predominantly white, underscoring the need to enhance
diversity. Many DPSST positions have very specific minimum qualifications, and the public
safety field in Oregon has historically been predominantly white and male. However,
demographic shifts are occurring within the public safety sector, and these changes are expected
to affect the demographics at DPSST as well. To further increase diversity, plans are underway
to attend career fairs in more diverse regions of the country to attract candidates from a broader
range of backgrounds.

At DPSST, 22 individuals currently hold management roles, with 10 of these positions occupied
by female leaders, reflecting a commitment to gender diversity. Additionally, the management
team includes members from historically marginalized communities, underscoring a dedication
to inclusivity and representation throughout the organizational structure. Diverse leadership
enriches perspectives, improves decision-making, and enhances the ability to serve the
community effectively.

During the 2023-2025 biennium, DPSST has promoted a total of 9 staff members. Among these
promotions, 1 individual identified as an individual from a historically marginalized community.

Affirmative Action Plans — 2025-2027 Affirmative Action Strategies and Goals

= Issue - There is a clear and pressing need for diversity training and increased diversity across
the agency. The primary focus is on enhancing representation from historically marginalized
communities and people of color within the organization. This strategic priority highlights a
commitment to fostering inclusivity and equity at all levels of DPSST.

= Goals - The goal is to actively engage diverse candidate pools by advertising job
opportunities in historically marginalized communities for all types of positions, not just
hard-to-fill roles. This agency-wide initiative includes posting job openings on sites that
serve diverse populations, participating in job fairs, sharing opportunities on college job
boards, and expanding presence on social media platforms. By broadening recruitment
efforts, the aim is to attract a more diverse range of applicants and promote greater
inclusivity within DPSST.

= Outcomes — The objective is to achieve a 10% increase in applications from historically
marginalized communities and people of color for positions at DPSST by the next biennium.

=  Measures — Statistics within Workday will be used to monitor and track the number of
candidates from historically marginalized communities and people of color who apply for
positions at DPSST. This data will be systematically recorded for all posted positions,
providing a basis for comparative analysis and evaluation of recruitment efforts.

* Implementation
=  Who is assigned to help achieve the goals?

Page 9 of 10



e HR will identify locations to post job announcements with the manager’s input.
Tracking of statistics is conducted in Workday.

What accountability measures will be used to keep track of progress in achieving goals?

e Tracking reports will be maintained that document external networking connections,
career fair interest, individual resume reviews and external posting sites that generate
applications. Data information generated from recruitments and hiring will derive
from the state of Oregon’s Workday system. Additionally, accountability measures
will be set in place to ensure management is successful in achieving Affirmative
Action goals for the agency.

What role is played by the director and executive staff?

e The Director and executive staff will support the training of managers on unbiased
recruiting practices and DEI principles, while also fostering a culture of inclusivity
and belonging.

What is the role of managers and supervisors?

e Managers and supervisors will be required to follow standard hiring procedures
to ensure unbiased practices and to encourage employees to participate in DEI
trainings offered by the stage, including the lunch talks promoted by DAS.

What is the role of the Affirmative Action Representative?
e The Affirmative Action Representative (HRBP) is charged with tracking statistics and
providing data to leadership.
What is the role of the agency equity leader?
e Currently, there is no designated agency equity leader. Instead, resources from DAS,
OCC, and other HR partners across the state are utilized to ensure effective
application of DEI processes.

2025-2027 Affirmative Action Strategies

Identify the strategies to achieve the Affirmative Action goals, outcomes, measures, and
implementation for the 2025-2027 biennium. Examples of strategies are:

Recruitment

Recruitments will be advertised to diverse audiences by posting on job sites like LinkedIn
and Facebook. DPSST will continue outreach to local law enforcement agencies, national

associations for people of color, women in law enforcement, and veteran sites and offices.
Attendance at more career fairs will enhance community outreach, including virtual career

fairs. DPSST also plans to host a career fair on campus to boost recruitment for the agency,
constituents, and stakeholders.

Human Resources is enhancing efforts to equip managers and supervisors with strategies for
recruiting applicants from diverse backgrounds. Ongoing training in hiring practices, best
practices, DEI principles, and alternative sourcing methods will be provided to improve
diversity within applicant pools.
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= A consultant is being sought to enhance the DEI competencies of the executive team.

= DPSST is committed to demystifying the recruitment process for all applicants, including
those from underserved communities. Regular reviews of recruiting practices aim to create
clearer, more structured, and less stringent paths for job applicants.

Selection

= Interview panel member training is being developed and will be mandatory before
participating in interviews to address biases and inequities.

= Candidate selection should be based on a consistent scoring matrix, which will be developed
prior to the closing of the recruitment.

= Panels are being diversified to better reflect the position's interactions and the communities it
will serve.

Retention

= Another agency-wide diversity training is planned, to be conducted outside of Workday
Learning.

=  The DPSST has formed a committee to evaluate and enhance the employee recognition
program. To ensure optimal outcomes, input will be sought from both the Wellness
Committee and the Diversity, Equity, Inclusion and Belonging (DEI&B) Committee,
incorporating employee feedback where possible.

= To support employee advancement, the DPSST will continue to promote career development
and training opportunities, particularly for employees from historically marginalized
communities and people of color.

= The DPSST will maintain efforts to screen documents for and eliminate any disparaging
language.

Employee Engagement

= A DEI&B Committee and a Wellness Committee are being implemented to create a holistic
approach to employee engagement. The DEI&B Committee will ensure an inclusive and
equitable workplace, while the Wellness Committee will focus on employees' overall well-
being. When employees feel included, valued, and supported, they are more likely to be
engaged in their work, which can lead to higher morale, lower turnover rates, and increased
productivity. The presence of both committees is expected to enhance employee engagement
and contribute to a positive organizational culture.

= Fostering the inclusion of diverse perspectives to achieve agency goals involves actively
integrating a broad range of viewpoints and backgrounds into decision-making and
operational processes. This approach ensures that diverse insights contribute to shaping the
organization's strategies and actions.

Program Improvements for Staff and Constituents
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Equity Review Curriculum and Training Development: DPSST is committed to integrating
equity and cultural awareness into curriculum development and training. This involves
researching and analyzing issues affecting marginalized populations and adapting curriculum
and training content based on these insights. By staying informed about diverse communities
and evolving national police reform standards, DPSST strives to ensure that its training
programs are equitable and inclusive for public safety professionals.

Complaint Process Accessibility: Efforts to facilitate citizens lodging complaints with
Professional Standards are currently under review to ensure individuals, regardless of
background or language proficiency, can easily convey concerns and seek answers to
questions. The goal is to simplify accessible processes that promote transparency,
accountability, and responsiveness to complaints.

Limited Training Access for Rural Communities: Efforts are underway to review and
enhance the process for citizens lodging complaints with Professional Standards. The aim is
to ensure that individuals, regardless of background or language proficiency, can easily
submit concerns and receive answers. The goal is to simplify and improve the accessibility of
the process, promoting transparency, accountability, and responsiveness.

Succession Plan — Appendix F

The goals of the succession plan are to identify the competencies required for highly critical
and/or critical positions. The plan aims to foster and mentor current employees, helping
them develop the necessary skills to support DPSST's work. Human Resources will assist
all employees in creating their individual career plans and will train managers to expedite
the recruitment process when applicable.

The current succession plan will be updated to more accurately reflect the agency's needs.

Contracting

Significant efforts have been made at the state level to reduce barriers preventing minority
and community-based organizations from participating in the state procurement process.

DPSST is committed to fostering greater inclusivity within its operations and partnerships.
Since July 1, 2023, DPSST has issued 12 purchase orders (contracts) to COBID (minority)

businesses, totaling $119,279.00.

Complaint Process — Appendix G

Affirmative Action Policies

Agency affirmative action, or diversity, equity, and inclusion policy

Agency Affirmative Action Policy Statement/Agency Diversity & Inclusion Statement

The DPSST is committed to achieving a workforce that represents the diversity of Oregon’s
population and to provide fair and equal employment opportunities. The DPSST is committed to an
affirmative action program that provides equal opportunities for all persons regardless of race, color,
religion, sex, sexual orientation, national origin, marital status, age, or disability. Employees are our
most important resource and the basis for our success. We seek an environment characterized by
respect for the individual where cultural and ethnic diversity are blended by teamwork into a
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harmonious workforce. The DPSST continues its commitment to equal employment opportunity in
ensuring the rights of each person in all HR actions, including recruitment, selection, training,
compensation, and promotion, are based on individual ability, interests, and performance. The
DPSST’s employment practices are consistent with the State’s Affirmative Action Plan Guidelines
and with state and federal laws, which preclude discrimination.

Agency Affirmative Action Policy Statement for Individuals with Disabilities:

The DPSST will not discriminate, nor tolerate discrimination against any applicant, employee, or student
because of physical or mental disability for any position the applicant applies for or is qualified for.

The DPSST agrees to take affirmative action to employ, advance in employment, educate and otherwise
treat known qualified individuals with disabilities without regard to their physical or mental disabilities in
all human resources selection and decision practices, such as: advertising, benefits, compensation,
discipline (including probation, suspension, and/or termination for cause or layoff), employee facilities,
performance evaluation, recruitment, social/recreational programs, and training. The DPSST will also
continue to administer these practices without regard to race, color, religion, gender, sexual orientation,
national origin, age, or disability. Additionally, all applicants and employees are protected from coercion,
intimidation, interference, or discrimination for filing a complaint or assisting in an investigation under
this policy.

Affirmative Action Policy for Members Uniform Services (ORS 659A.082):

The DPSST will not discriminate or tolerate discrimination against any applicant or employee because of
their uniformed service status and their obligation to serve or their desire to apply for uniformed service.

It is also the policy of the DPSST to provide an environment for each applicant, employee, and student
that is free from sexual harassment, as well as harassment and intimidation on account of an individual’s
race, color, religion, gender, sex, sexual orientation, marital status, national origin, age, familial status, or
disability.

DEI focused plans or policies — Appendix B

State employment law documents - Appendix C

Federal employment law documents — Appendix D
= Executive Order 11246 (OFCCP regulations)

State and federal Affirmative Action Policies
= Are these items accessible to all employees and partners?
e Currently these documents are accessible to employees only. DPSST is considering
the option to post the documents to our agency webpage.
®=  Where are they located?

e They are located on the Agency’s Shared Drive, which is accessible to all employees.
= How can employees and partners access them?

e Employees can access them through the Shared Drive.
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‘Academy Manager
PSETME PSETMZ
970113460814 1315006-22487
MMS XTET3 (36X) MM XTE74 (33X)
Chris Enaquist Julie Colinson
Acadermy Operations Academy Operations T - -
ng Resouros Manager| [Traning Rescurce Managsr| Teadershi Trstrucor Devel :
Nonsger Manager Public Safety & Education | | Fubic Safety & Educaion i Coordrgor || Ressarch Coorinstor
PSETM1 : 32 cearch Aralyet ¢
Traning Manager 1 Training Manager 1 PSTS2 PSTS2
T 0E0T208-507ES sz TIT4 131500553178 2173008128260 171ean1-4a320
MMS XTE15 (31X) MMS X7315 (31X) < 5/ o P o ” ASC1118(30)
Sr onvloy (HOC) 2 ats MIMS XTB1Z (31X) MMS XTB1S (31X) AS C1M8 (30) AS £1348 (30) -
Bill Steele Gerod Raybum (WOC) Temy Moss Andy Bechdolt Arvie Rexdord
Frogram D’;w‘om Carricubum Coordinator Research Associate
- Coordingter _CPA3 Ressarch Analyst
Ctass Coordinator Class Coordinator Class Coordinator Academy Instrucior Academy Instnucior ISt 128 AS CDS72 (30) 2123006-128250
FST32 PSTS2 2 FETS PSTS 1 AS C1348(30) Ga0si0-11278 ASCIIT (28)
0S07326-13667 70313421742 0031001-14055 0THAETT 0700020-65050 oot e Christy Hess Fath Gifford
AS C1348 (30) ASC1348 (1) AS 1348 (30) ASC1347 (27) ASCIMT(T)
Kiyle Van Cleawe Brie Murphy Rick lgou Chad Bach Sapparfisl n Behavorsl Heath Frogram| | gcason Coordinator Research Associate
Coorenat OPA3 Research Analys: 3
(Class Coordinator Class Coordinator (Class Coordinator ¥ A y 1S1TO0243383 AS COBT2 (30) 2123007-128258
PSTS 2 PSTS2 PSTS 2 P73 1 PSS 1 S G330, 2123005- 128251 ASCI1T (28)
070013434040 1718855-67501 151750244758 SaT0iM aTES 2308121157546 Stephere L Vacant Patrick Van Crden
ASC1348 [30) AS C1348 (30) AS C1348 (30) ASC1347 (27) AS C1347 (27) = - — =
James Webo Vacant Mike Johnson Vacant Caria Urbigkeit prochaviorsl Healh || incinuction Design Specaliss||  IMSFUctor Deveiopmen
- PSTS 2 ey PSTS 1
Class Coordinator Class Coordinator Teseeom Ceoringtor Dorm Scheduiar ‘Scheduing Spec 15170015426 N ZEDE0Z157ET
PSTS2 STS 2 PSTS Offce Specalist2 Office specialist 2 AS C1348(30) 23004 AS CI34T (27)
0702134 6827 2306122157544 9004134-23518 D507T2T-25121 OT02107-23518 Josegh Millr Crislyn Cuniley Krysta Maroney
Smaaﬁaﬁﬂl »‘?CIM{MI AS C1243 30) AS CO104 (15C) AS CO1D4 (15C)
men OrEnen oy Moore Tamara Atkinson Jefani Martin Marmie Hambien Insrucion Design Specilis | Equiate Pobcng Instucor | CPE Support Spac
LDs2 PSTS1
Acadsmy Instructor Training Support Scheduing Spec 171880067546 1821014108461 o7 107-85181
PSTSHI o_f;;specz Office - st 2 LT@];%_ AS C1330(28) AS C1347 (27) AS CO104 (15C)
W 1s1is0s 20808 08072060842 H 50722561873 o JACTHE (08) Mslissa Trombetta Viclet Roce Teresa Whaien
AS C1347 (27) AS CO104 (15C) AS CO104 (156) osition ‘:mmasbs at start
Anna Sparks SaraFortune STOF Program Coordinator| | Legal Coordinator
FaT32 PSTS2
= 1921008108376 151750462815
pslr;“;rL'c‘g:T A5 C1243 (30) AS C1348 (30)
Staphen Webster
UT C1347 (18)
0083123, 0700040,
2073134, 0700022,
0507212
Legal Instructors
2050133
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Police Regional, Fire,
and Fire Certification I

Director
Head5
252000 1-17617
VACANT POSITIONS MEAH Z7585 (40X)
Phi Castle
Deputy Director, Degputy Director,
Acadermy Dean Chief of Staff
Business Adminisirator 1 Busiess Adminisirator 1
200170647208 235123155000
MESN Z7022 (38X) MEBSrN 27082 (38X)
uizie En
[
Regional Training Manager Fire Cert. Maniager|
Fublic Safety & Education Public Safety Education &
Training Manager 1 — - Tramning Manager 2
D507 206-50048 1340004-6708
MMS X7815 (31X) MMS X714 (23X)
Jim De Sully Kayla Ballrot
Fegional Coordinator Fegional Supp Spec
PSTS 2 - Easten Office Spec:2 Fire Certification Supervisor
0113402-36053 ST00105-2634 Compliance & Reguiatory
AS C1243 (30) AS COT4 (15C) 2
Ben Klacker Kali Lucero m;?a?‘gnm Fire Training Coordinator Fire Training Coordinator
'"“SV 5K PSTS 2 Central PSTS 2 Academy
Regional Courdinator Traffic Safety Support acant 000445325478 0507232-55432
PSTS 2 - Certral Cffice 2 AS C1343 (30) AS CTME (30)
011340585427 03051007467 Hayden Jones Aaron Bielemeier
ASC1ME (30) AS COI04 (15C)
Scott Salisbury Annie Willamson - Eire Train N _ .
ing Coordinator Fire Training Coordinator
Complanee o PSTS 2 Southwest PSTS 2 (Hemmiston)
Regional Coordinator AC CEDAT (25) 970812465152 707 134-24488
PETSZ SalemNW 050724532966 A5 C1348(30) AS C1343(30)
1215007-2202 Brooke Ball-Uribe Richard Cooper Miks Bozeman
ASC1343 30}
Te L . .
m Ragan ng;w Supp 123‘20 Fire ;?1%’? Coordinator Fire Tramgzcl;:;dlnm
Riegional Coordinator 004z a1 DE07240-85802 0507314-5514
FSTS2 &Westem AS C04 (150) AS CI348(30) AS C1348 (30)
131500815413 Madizon Hockstt Fyan Frizzell Vacant
ASC1343 (30}
Fire Training Coordinator Fire Training Specialist
- O?m Cert Spe =2 PSTS 2 Metra W PSTS 1
Traffic Safety Traming Thoe Speciia 070:012-20525 oroenizesesa |
Coordinztor — ST . AS 1348 (30) AS C1347 (27)
L PSTS 2 AS COI4 (15C) e Feler =
0507303-26576 Michelle Hilt acant
ASC1343(30)
L Fire Tramning Specialist
STS 1
070001461608
AS C1M7 (27)
Fen Waller
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Operations Division & Human

Resources
Director
cy Head 5
Z500001-17617
MEAH Z7565 (40%)
Phil Castle
Director,
 Chief of Staf

VACANT POSITIONS
Deputy Direcior,
Academy Dean
Business Administrator 1
020170847208
MESN Z7082 (38X)
Staci Ytz
HR Director
ager 1
1321051-20340
MMS X7345 (31X)
Audra Andarson
artrer Background Investigator
iy Payroll Analyst PSTS1
pley bt 1718850-34158
1712850-31233 RS CO2ie (21) )
MMN X1321 (26) Harid ASCAMT(27)
Tifany Ball heresa King
Sr. Recuiter Background Investigator
R Analyst 2 PETS
050132020045 .
MMM X1321 (26) ASCIMT(27)
Anares Seif Greg Hastings
General: Background \Lmesngamr
HR Andlyst | PETS
7001 4-18188
MMM X1320(23) [ ASCIMT(Z7)
Cassandra Crandal Don Jeter
Background Investigator
Investigator 2
UACS232 (23)
Jane Moffit
Background Investigator
PETS1
AS C1347 (27)
WMike Moran

Business
2325128-155000

1

MESN Z7082 (23X)
Brian Henson
anager
Construction & Faclty
MMS X7 155 (31)

Custodian Landscaper Blectrician Facilities Maint Worker
11300243260 Grounds Main Wr 2 ic Faclity Main Spec
AS C4101 (10) 151751243813 050728122763
Maria ASCH10(i7) ASCAN12(18)

Richard Fiemy Todd Mitchell
Landscaper HVAC Control Tech Faclities Mamt Worker
111300055352 Grounds Main Whr 2 Faciity Energy Tech 3 Fac Maint Spec
AS 4101 (10) 0507256-28160 D507258-21164 &JP?ZEE—I
Kylie Wadswerm AS CATD{1T) 4034 (26) A5 CADI2 18]
Vacant Dusty Denney
e Grounds Main W 1
111300431738 Wain
A5 C41D1 (10) 71085040534
David Crain 5r AS CAI09(14)
Andreas Koubouris
focian ]
111300662023 Grourads Vi W 1
ASTAID1 (10) e e
David Young ASCH00 (14) e o )
Vacant
151750145483
AS C4101 {10}
an Hathaway
Custodian
05100
AS C4101 (10)
e 6/21/2024
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VACANT POSITIONS

Operations Division
Communications,

Information Services &
Business Services

Business

Executive Senices.
aﬂeﬂl'iﬁ(

Cps Supervisor 1
010200120438

Professional Standards
Assistant
Exec Suppaort 1
TITE008-37724
MEMNN Z0118 (17}
Juan-Lopez-Hemande:

z

Operations Admin S?eeidis

‘Admin Spec

44470104
UA COT07 (17)
Vacant

Director
Agency Head 5
250000117617
MEAH Z7585 {#0X)
Phil Castle
Deputy Director,
Chief of Staff
lraior Business Administrator 1
aﬂﬁi i‘&";’%m ! 2325128-155002
MESM Z7082 (33X) MESN Z7D62 (38X)
Staci S Brian Henson
|Communications Coordinator| Information Technology
Public Afiairs Speciaist 2 Manager 1 MGR1
2325127-156045 001448565337
MIVIN X0865 {22) MMIS X785 [31X)
Sam Tenney Scott Branco
Network Adminisirator Network & Systems Tech
1857 1558
Q7011487250 700003803
ASCH4ET (31) AS C1486 (20)
Den Altematt Herbert Ne
Field Tech
User Support Spec
User Support Analyst Ei
1555 . -
0015484 21272 i c1454m-25;
Claes22) Zach Boden
BJ Schid
HIDTA Admin Assist
Admin Speciaist 1 User Support Spec User Support Spec
1517010-3525 1553 1553
AS CO107 (17) ».s%‘“ffg‘.a%; %48‘1,%324
Detra ! (24)
il Dafton Randoiph Mitchell Buchheit

Business Services Manager Procurement Manager
Acsourting Manager 1 Procurement Manager 1
0011222-6813 003300352543
MMS CT035 (31X) MMES CT635 (31X)
Mia Sea Jei Hunt
Fiscal Analyst Accountng Technic Procurement Specialist
i Crr o usg‘;ls?; :ms z
171210140807 5 Ca212(10) 31083
MMN C1245 (30) ‘ameéa Duriop AS CO437 (27)
Joanna Wade Adam Bergerson
d Purchaser
S'E’f.';.ﬂ?“ HEE T Procure & Cont
1712862-67802 050725437322 0705001-12128
AS CI217 (27) A5 CO212 (18) AS 0436 (23)
Matthew Powell Brett Muzy
St Ancountant . Supply Speciaiist 2
Accountant 1 Aecgunting Technican oo
T 030500751421 40!
0012002-13237 Py e AS COTSE (20} [
ASTI216(23) AS CO212{18) 58 (20)
Karen Ned Kim Alberts Brandon Sefer
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Professional Standards Division
CJ Cert., PS/PI

Director
VACANT POSITIONS Agency Head 5
2500001-17817
MEAH Z7585 (40X)
Phil Castie
‘Depury Direcior. Deputy Direcior,
Academy Dean ‘Crief of Staff
Business Administrator | Business 1
200170647203 TS50
o MESN Z7082 (38X)
MESN Z7082 [28X) h
s Brian Henson
Professional Standards . .
o) oanaarts Legislative Coordinator Files wr?.n;esﬁc
Polygraph Boardon Public Safety || Policy Commitiees | | Cornp. & Feg Manager 2 [ e
Examination Standards and Training ME@??E‘;;( AS COET2 (30) AS CO107 {17)
Kathy Mk ine Jennifer Howald Rebecca Hannon
T
I |
TJ Certcaion Program p— P
Comp. & Reg. Manager 1 . & Fieg Manager2
B el M 20814214523
e MM X7124 (33X)
MM X7146 (31X) a4 (33)
Kathy Fink Suzy Hemng
Traiing Corplince P Sarrds st & Man mﬂwﬂgs A PS Comp Spec Curricalum Dev Spec
ic I . Comp Spec 3 Los2
Comp Spec | Comp Spec 2 070801636720 Gompliance Speciaist 3 123001126245 1621008-105054
0211016-6a278 070001511208 ) AS C5248 (22) g 205
S e e chan (o) A5 0323 (15) Pkt AS C5248 (20) AS C1330 (28)
Lo came i Suzanne Hubert Michael Hols3ppie Coy Mlexander
mx&‘."ﬂm Cr'm'r\.:IS.AE.lige Hﬁnm‘ Pl cw:gclrévea rs Cumculum Dew Spec
Special Comp Spec o omp Comp Spec LCS2
e Qanoir-2ases 10s001- 16807 05073048837 Comp Sp=c2 0911008-15027
e Caaa 1} AS G548 (20) A5 CO103(8) A5 CEME (20) 20z s A5 C1320 (28)
Jessica K . Jennifer Levaro Vacant Carissa White Steven Huizenga
ey Frof Standards Invest. & Main Reception PS Comp Spec Comp Invest Assistant || Course Coordinator &
' Special P Offoe Spec 1 Comp Spec 2 Cormp Spec 1 Administrative Specalist 1
o 2, it e A 0507226 8248 I 0305005 65448 00110054812 0101036-£2531
S ctga a0y Pt AS CO103 {13C) AS CE247 (25) AS C5248 21) AS CO107 (17)
S oo e e Sherry Elward Chantel Hanes Emma Dettwyler
C©J Cent Support Spec Cert & Licensing Specialist || Cert & Licensing Specialist || Cert & Licensing Speciafist
‘Office Specialist 2 Office Spec 2 Office Spec 2 Offe Spec?
050724166618 2123003128249 0507125-85014 20010451140
AS CO104 (15C) AS CO104 (15C) AS CO104 {15C) AS CO104 (15C)
Erica Riddell Mary Lou Vasquez Caleb Mitchell Julie Bonnett
Offica Speciaiist 2 @“““99"5‘5’&52”35‘
| oromio-edes 4 ones
AS C0104 {15C) " 50)
e Gustr prsretpattice)

Appendix B — DEI Plans and Policies
= DPSST DEI Plan

Appendix C — State Policy Documentation

= ADA and Reasonable Accommodation Policy (Statewide Policy
50.020.10)Discrimination and Harassment Free Workplace - (Statewide Policy No.
50.010.01)

= (Candidate Preference in Employment — (Statewide Policy 40.055.04)

= Equal Opportunity and Affirmative Action Rule (105-040-0001)

= Executive Order 22-11: Relating to Affirmative Action, Equal Employment Opportunity,
Diversity, Equity, and Inclusion

Appendix D — Federal Documentation
= Age Discrimination in Employment Act of 1967 (ADEA)
= Age Discrimination Act of 1975
= Disability Discrimination Title I of the Americans with Disability Act of 1990
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file://wpsstfill01/Working/HumanResources/Affirmative%20Action%20Plan/DPSST_2021-23_AAP%20Final.docx
https://www.oregon.gov/das/Policies/50-020-10.pdf
https://www.oregon.gov/das/Policies/50-020-10.pdf
https://www.oregon.gov/das/Policies/50-010-01.pdf
https://www.oregon.gov/das/Policies/50-010-01.pdf
https://www.oregon.gov/das/Policies/40-055-04.pdf
https://secure.sos.state.or.us/oard/displayDivisionRules.action?selectedDivision=45
https://www.oregon.gov/gov/eo/eo_22-11.pdf
https://www.oregon.gov/gov/eo/eo_22-11.pdf
https://uscode.house.gov/view.xhtml?req=granuleid:USC-prelim-title29-section621&num=0&edition=prelim
https://www.dol.gov/agencies/oasam/regulatory/statutes/age-discrimination-act
https://archive.ada.gov/ada_title_I.htm#:%7E:text=Title%20I%20of%20the%20Americans,compensation%2C%20job%20training%2C%20and%20other

=  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

Appendix E — Demographic Charts additional information found in Workday
Gender Demographics

Gender
)

80.0% 150
70.0%
60.0%
50.0%
40.0%
30.0%
20.0%

10.0%

0.0%

Female Male (Blank)
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https://www.dol.gov/agencies/oasam/centers-offices/civil-rights-center/internal/policies/equal-pay-for-equal-work#:%7E:text=The%20Equal%20Pay%20Act%20of,wage%20discrimination%20based%20on%20sex.
https://www.eeoc.gov/statutes/title-vii-civil-rights-act-1964
https://www.eeoc.gov/statutes/title-vii-civil-rights-act-1964
https://www.eeoc.gov/genetic-information-discrimination#:%7E:text=Title%20II%20of%20GINA%20prohibits,entities%22)%20from%20requesting%2C%20requiring
https://www.eeoc.gov/genetic-information-discrimination#:%7E:text=Title%20II%20of%20GINA%20prohibits,entities%22)%20from%20requesting%2C%20requiring
https://www.eeoc.gov/statutes/title-vii-civil-rights-act-1964
https://www.eeoc.gov/fact-sheet/facts-about-pregnancy-discrimination#:%7E:text=The%20Pregnancy%20Discrimination%20Act%20amended,including%20state%20and%20local%20governments.
https://www.eeoc.gov/fact-sheet/facts-about-racecolor-discrimination#:%7E:text=Title%20VII%20prohibits%20discrimination%20in,any%20other%20area%20of%20employment.
https://www.commerce.gov/cr/reports-and-resources/discrimination-quick-facts/religious-discrimination#:%7E:text=Title%20VII%20of%20the%20Civil,undue%20hardship%E2%80%9D%20on%20the%20employer.
https://www.eeoc.gov/laws/guidance/enforcement-guidance-retaliation-and-related-issues
https://www.eeoc.gov/youth/sex-discrimination#:%7E:text=Title%20VII%20of%20the%20Civil,sexual%20orientation%2C%20and%20gender%20identity.
https://www.eeoc.gov/laws/guidance/fact-sheet-sexual-harassment-discrimination

Generational Demographics

Generational

250

197
200

150
101
100 81

50
22

1
o 1l

Generation Z Millennials (1981 Generation X  Baby Boomers  Traditionalists
(1997 - Current) -1996) (1965-1980)  (1947-1964) (1917 - 1946)

Veteran Status

Veteran
400 378
350
300
250
200
150
100

50 24

Not a Veteran Veteran
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Staffing by Race/Ethnicity

Race & Ethnicity by Number
350 324
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(United States of America) States of Islander States of
States of America) America) (United America)
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Disability Demographics

Disability
450
399
400
350
300
250
200
150
100

50
2 1

Reported Disability No Reported Disability (Blank)

Appendix F — Succession Plan

Appendix G - Complaint options

Formal/Informal

Any individual who believes that they have been subject to or witnessed discrimination in
employment-related decisions shall file a complaint with any manager, the association, or the
Human Resources Office as soon as possible. An individual who believes they have been subject
to discrimination has 365 days from the incident to file a complaint. Individuals also have the
right to file grievances or complaints of discrimination concurrently with The OCC and GO, the
Bureau of Labor and Industries, the Equal Employment Opportunity Commission, or in
accordance with the collective bargaining agreement.

A supervisor or manager receiving a complaint should promptly notify Human Resources. Human
Resources will immediately notify the Agency Deputy Director.

Contact information

Human Resources
Audra Anderson, HR Director
503-569-7126; audra.anderson(@dpsst.oregon.gov
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http:www.oregon.gov/dpsst/Documents/Workforce-Succession-2025%20PR.pdf
mailto:audra.anderson@dpsst.oregon.gov

Affirmative Action Officer
Tiffany Ball, HR Business Partner
503-689-4159; tiffany.ball@dpsst.oregon.gov

Office of Cultural Change

Juliet Valdez, Affirmative Action Manager
Department of Administrative Services
105cottage Street NE, Salem, OR 97301
971-374-3859; juliet.o.valdez(@das.oregon.gov

Oregon Bureau of Labor and Industries - Civil Rights Division
State Office Building

Address: 800 NE Oregon Street, Suite 1045, Portland, OR 97232
Phone Number: 971.245.3844; Fax: 503.731.4069

The Oregon Bureau of Labor and Industries - Civil Rights Division is the Oregon state
equivalent of the federal EEOC. As a designated Fair Employment Practices Agency (FEPA),
the Oregon Bureau of Labor and Industries - Civil Rights Division may coordinate operations
with the EEOC under a work-share agreement. Furthermore, the Oregon Bureau of Labor and
Industries - Civil Rights Division investigates state claims that are not covered by federal law or
exceed the basic protections of federal law. Individuals filing a charge of discrimination with the
EEOC should also file a copy of the charge with the Oregon Bureau of Labor and Industries -
Civil Rights Division.

Eugene

1400 Executive Parkway, Suite 200
Eugene, OR 97401

Phone Number: 541.686.7623

Portland

800 NE Oregon Street, Suite 1045
Portland, OR 97232

Phone Number: 971.673.0761

Salem

3865 Wolverine Street NE; E-1
Salem, OR 97305

Phone Number: 503.378.3292

U.S. Equal Employment Opportunity Commission
Seattle Field office EEOC Office

Federal Office Building

909 First Avenue, Suite 400

Seattle, WA 98104

Phone Number: 206.220.6883
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The EEOC does not maintain an office in Oregon. The Seattle Field Office is open Monday —
Friday from 8:00 a.m. —4:30 p.m.
File a Charge of Discrimination: http://www.eeoccomplaint.com/

Complaint information (intake, processing, timeframe, procedure)
Process intake of complaints or concerns:
A complaint may be made orally or in writing.

A complaint must be filed within one year of the occurrence.

Other Reporting Options
Nothing in this policy prevents any person from filing a formal grievance in accordance with the

Collective Bargaining Agreement or a formal complaint with the Bureau of Labor and Industries
(BOLI) or the Equal Employment Opportunity Commission (EEOC). However, some collective
bargaining agreements require an employee to choose between the complaint procedure outlined
in the CBA and filing a BOLI or EEOC complaint.

Mandatory reporters — when a complaint is initiated with a manager or an association member,
the manager or association member are required to report to Human Resources for investigation.

Investigating and resolving employee complaints:

* The Human Resources Director will conduct or delegate the proceedings of an
investigation.

= All complaints will be taken seriously, and an investigation will be initiated within an
appropriate timeframe.

= The Human Resources Director may need to take steps to ensure employees are protected
from further discrimination or harassment.

=  Complaints will be fully dealt with in a discreet and confidential manner.

= All parties are expected to cooperate with the investigation and keep information
regarding the investigation confidential.

= The Human Resources Director will notify the accused and all witnesses that retaliating
against a person for making a report of discrimination, workplace harassment or sexual
harassment will not be tolerated.

* The Human Resources Director will notify the complainant and the accused when the
investigation is concluded.

= Immediate and appropriate action will be taken if a complaint is substantiated.

=  The Human Resources Director will inform the complainant if any part of a complaint is
substantiated, and that action has been taken. The complainant will not be given the
specifics of the action.

* The complainant and the accused will be notified by the Human Resources Director if a
complaint is not substantiated.
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http://www.eeoccomplaint.com/

How do employees access the complaint process?
Employees access the complaint process by utilizing the DAS Discrimination and Harassment

Free Workplace policy or by reaching out to the Human Resources Office
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