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I.     DESCRIPTION OF THE BOARD & AGENCY 
Oregon Board of Licensed Professional Counselors & Therapists 

 
A.    Mission and Objectives  
 
The Board’s primary mission is consumer protection and accomplishes that mission by setting 
clear education, experience and exam standards for licensing; establishing a code of ethics by 
which licensees must abide; impose discipline for unethical, negligent or illegal practice; and 
require licensees to provide each client with a professional disclosure statement. 
  
B.     Agency Director (Interim)  Randy Harnisch, (503) 378-5499 
C.    Governor’s Policy Advisor for your agency  Mike Bonetto/Sean Kolmer (503) 373-1558 
D.    Affirmative Action Representative (Interim)  Randy Harnisch 
E.    Diversity & Inclusion Representative (Interim) Randy Harnisch 
 
F.     Organizational Chart  
 
 
 

 

II.AFFIRMATIVE ACTION PLAN  

A.    Agency Affirmative Action Policy Statement  
 
Agency Affirmative Action Policy 
It is the policy of the Board of Licensed Professional Counselors and Therapists that no 
person shall be subjected to any discriminatory action because of race, religion, color, 
national origin, marital status, sex, sexual orientation, age, or mental or physical 

Executive Director 
1.0 FTE 

Admin Specialist 2 
0.5 FTE 

Investigator 2 
1.0 FTE 

GOVERNOR 

Board 
3 Licensed Professional Counselors 

2 Licensed Marriage & Family Therapists 
1 Graduate School Faculty member 

2 Public Members 

Admin Specialist 2 
1.0 FTE 
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disability. The work environment shall be free from any form of discriminatory 
harassment.    
 
Diversity is a core value for the State of Oregon.  We are an Equal Opportunity 
Employer that champions a culturally diverse and competent work place. 

 
Accordingly, the Oregon Board of Licensed Professional Counselors will: 

1. Maintain a policy of equal treatment and equality of opportunity in employment 
for all applicants and employees in its employment decisions, which include, but 
are not limited to: hiring, promotion, demotion, transfer, termination, layoff, 
training, compensation, benefits, and performance evaluations. 

2. Apply all terms, conditions, benefits, and privileges of employment with the 
agency to all applicants and employees regardless of race, color, religion, age, 
sex, sexual orientation, marital status, national origin, political affiliation, 
disability, or any other reason prohibited by the law or policy of the state or 
federal government. 

3. Adopt and disseminate the Board’s Affirmative Action Plan that describes the 
agency affirmative action steps to ensure equity of employment in a work 
environment that is free from discrimination. 

A. Agency Affirmative Action Policy Statement 

The Oregon Board of Licensed Professional Counselors and Therapists 
(OBLPCT) is committed to achieving a workforce that represents the diversity of 
Oregon’s population and to providing fair and equal employment opportunities. 
OBLPCT is committed to an affirmative action program that provides equal 
opportunities for all persons regardless or race, color, religion, sex, sexual 
orientation, national origin, marital status, age or disability. OBLPCT provides an 
environment for each applicant and employee that is free from sexual 
harassment, as well as harassment and intimidation because of an individual’s 
race, color, religion, gender, sexual orientation, national origin, age, marital 
status or disability. OBLPCT employment practices are consistent with the 
State’s Affirmative Action Plan Guidelines and with state and federal laws, which 
preclude discrimination. 

B. Agency Affirmative Action Policy Statement for Individuals 
with Disabilities 

OBLPCT will not discriminate or tolerate discrimination against any applicant or 
employee because of physical or mental disability in regard to any position for 
which the known applicant for employment is qualified.  

OBLPCT agrees to take affirmative action to employ, advance in employment, 
and otherwise treat known qualified individuals with disabilities without regard to 
their physical or mental disabilities in all human resources selection and decision 
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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.  
OBLPCT will also continue to administer these practices without regard to race, 
color, religion, gender, sexual orientation, national origin, age, marital status or 
disability. All applicants and employees are protected from coercion, intimidation, 
interference, or discrimination for filing a complaint or assisting in an investigation 
under this policy.  

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

OBLPCT will not discriminate or tolerate discrimination, against any 
employee because they are a member of, apply to be a member of, 
perform, has performed, applied to perform or have an obligation to 
perform service in a uniformed service. 

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

2. Dissemination of the Affirmative Action Policy and 
Affirmation Action Plan 

The impact of the Affirmative Action Plan can be fully realized only to the 
extent that its provisions are known by those who must apply it and those 
who benefit from it. With this in mind, the following describes methods 
used to disseminate the information internally and externally. 

The responsibility for dissemination of the agency’s Affirmative Action 
Policy Statement and Affirmative Action Plan has been delegated to the 
Affirmative Action Representative. Such communication is internal and 
external and includes: 

a) Internal Dissemination 

A statement from the Director to all employees communicating the 
existence of the plan in order to: 

i. Be aware of the plan and avail themselves of its benefit; and 

ii. Be aware of individual responsibility for effective 
implementation of the plan. 

iii. Include the Affirmative Action Policy Statement, Affirmative 
Action Plan and Grievance Procedure as part of each new 
employee’s orientation; 
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iv. Post the agency’s Affirmative Action Policy Statement and 
Grievance Procedure on the employee bulletin board; and 

v. Post the agency’s Affirmative Action Policy Statement, 
Affirmative Action Plan, and Grievance Procedure on 
agency’s website. 

vi. Distribute the agency’s Affirmative Action Policy Statement, 
Affirmative Action Plan and Grievance Procedure to any 
employee upon request. 

b) External Dissemination 

i. All recruitment announcements and applications for 
employment will include the phrase, “An Equal Opportunity 
Employer”. 

ii. OBLPCT’s Affirmative Action Plan is posted on the agency’s 
website and available to the public upon request. 

iii. Provide copies of the agency’s Affirmative Action Policy 
Statement, Affirmative Action Plan and Grievance Procedure 
to any person, including job applicants, upon request; 

iv. Notify all bidders, contractors, subcontractors and suppliers 
of the agency’s affirmative action policy. Notices will include 
a statement that the agency will not knowingly do business 
with any bidder, contractor, subcontractor, or supplier of 
materials that discriminates against members of any 
protected class. 

4. Monitoring and Reporting System 
The Affirmative Action Representative will monitor the Affirmative Action 
Plan on a continual basis. Monitoring will include, but not be limited to: 

I. Reporting and auditing including: 

i. Maintain accurate and current records on all applicants, 
hires, promotions, transfers, and terminations by sex, race, 
and EEO-4 categories; 

ii. The review of all promotions, transfers, and terminations to 
be certain that all employees are treated fairly and equitably; 
and 

iii. The review of all selection, promotional, and training 
procedures to ensure non-discriminations in practice 



Page 7 of 22 

 

II. Report annually to the Board on the effectiveness of the affirmative 
action program, progress and efforts made toward accomplishing 
affirmative action goals, and planned action and recommendations 
for improvement, if necessary. 

III. Prepare updates and evaluations of the Affirmative Action Plan and 
submit to the Governor’s Affirmative Action Office. 

5. Complaint Process regarding Discrimination or Harassment 

The complaint procedure provides a method of resolving complaints 
involving violation of the OBLPCT nondiscrimination policy within the 
agency. Employees and job applicants are encouraged to use the 
complaint process. Retaliation, coercion, reprisal, or intimidation against a 
person who has filed a complaint or serves as a witness is prohibited.  

a) Informal Complaint Process 

An employee may notify the Affirmative Action Representative at 
(503) 378-5499 of an issue or concern regarding discrimination in 
order to raise awareness or put the agency on alert without filing a 
formal complaint. In these situations: 

i. The employee may ask the Affirmative Action 
Representative to keep the matter and identity of the 
employee confidential. (The agency will comply with the 
request, if possible.) 

ii. The employee will sign documentation stating that he/she 
wishes his/her identity to remain confidential. 

iii. The agency will document the discussion. 

iv. The Affirmative Action Representative will review the 
information and notify the Board chair, keeping the 
employee’s identity confidential when it is determined that 
action is necessary to correct the problem or to prevent 
reoccurrence. 

v. The Affirmative Action Representative will offer suggestions 
to the Board such as training and changes in environment. 

b) Internal Complaint Process 

i. Any individual who believes he/she has been subjected to 
unlawful discriminatory actions may file a complaint within 30 
calendar days of the alleged incident. 
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ii. An employee may submit a written complaint to Affirmative 
Action Representative that explains the basis for the 
complaint, identifies the alleged discriminating party or 
parties, the date the discriminatory action(s) occurred, and 
the relief requested. 

iii. Affirmative Action Representative will review/investigate the 
complaint and provide the complainant written notification of 
the findings within 30 days or upon completion. The agency 
will notify the employee in writing if additional time is needed 
for investigating the allegations or to issue a report of the 
findings. 

iv. The agency will initiate corrective action if the investigation 
substantiates the complaint. 

c) External Complaint Process 

If an employee is not satisfied with the complaint process within the 
agency and wishes to appeal agency decisions, he or she may 
contact one of the organizations listed below. Nothing in this policy 
prevents any person from filing a complaint with the Bureau of 
Labor and Industries (BOLI) or Equal Employment Opportunity 
Commission (EEOC). 

Oregon Bureau of Labor and Industries - Civil Rights Division 
State Office Building 
800 NE Oregon Street, MS# 32, Suite 1070 
Portland, OR 97232 
Phone Number: 503.731.4874 
Fax Number: 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. The Oregon Bureau of Labor 
and Industries - Civil Rights Division investigates state claims not 
covered by federal law or exceed the basic protections of federal 
law. Individuals filing a charge of discrimination with the EEOC 
should also send a copy of the charge to the Oregon Bureau of 
Labor and Industries - Civil Rights Division.  

 

 
Salem 
Oregon Bureau of Labor and 
Industries 
3865 Wolverine Street NE; E-1 
Salem, OR 97305 
Phone Number: 503.378.3292 
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Governor’s Affirmative Action Office 
155 Cottage Street, NE 
Salem, OR   97301 
Director: 503.378.3544 
Program Manager: 503.378.6518 
Website: http://governor.oregon.gov/Gov/GovAA/index.shtml 

U.S. Equal Employment Opportunity Commission 
Seattle Field office EEOC Office/ Federal Office Building 
909 First Avenue, Suite 400 
Seattle, WA 98104 
Phone: 1-800-669-4000          Phone: 1-800-669-6820 (TTY) 
The EEOC does not maintain an office in Oregon.  
The Seattle Field Office is open Monday – Friday, 8 a.m.– 4:30 
p.m. 
File a Charge of Discrimination: http://www.eeoccomplaint.com/ 

Department of Labor, Office of Federal Contract Compliance 
(OFCC) 
1315 SW Fifth Avenue, Suite 1030 
Portland, OR 97201 
Phone: 503.326.4112 

The U.S. Department of Labor 
Pacific Regional Office  
71 Stevenson Street, Suite 1700 
San Francisco, CA   94105 
Phone: 503.848.6969 

The Civil Rights Office of Health & Human Services 
Office of Civil Rights, Region D 
2201 Six Avenue, Mail Stop RX-11 
Seattle, WA 98121 
Phone: 206.615.2290     Phone: 206.615.2296 (TDD) 

 
The OBLPCT remains committed to its policy on Affirmative Action and Equal 
Opportunity. My personal commitment to these ideals are represented in the Affirmative 
Action Plan. Likewise, the Plan represents OBLPCT’s commitment to equal opportunity 
and affirmative action in employment and public service consistent with all applicable 
federal and state laws, including Executive Order 11246; Title VII of the Civil Rights Act 
of 1964; Sections 503 and 504 of the Rehabilitation Act of 1974; the Vietnam Era 
Veterans Readjustment Assistance Act; and the Americans with Disabilities Act. This 
Affirmative Action Plan has my complete authorization and commitment. 

http://governor.oregon.gov/Gov/GovAA/index.shtml
http://www.eeoccomplaint.com/
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______________________________________ __________________________ 
  Director Signature      Date 
 
 
If you have any questions regarding the agency’s Affirmative Action Plan please contact 
the Director. 

  

 

B.    Agency Diversity and Inclusion Statement  

 The Board of Licensed Professional Counselors and Therapists provides a 
leadership culture that fosters and embeds Diversity and Inclusion throughout its 
operations, both internally with staff and externally with public members, stakeholders 
and/or partners by increasing diverse and multi-cultural perspectives, improving 
business and service delivery outcomes, increasing certified firm contracting inclusion, 
improving individual and organizational cultural competencies, improving organizational 
accountability, maximizing taxpayer dollars, and improving public confidence and 
community relations.  
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C. Training, Education, Developmental Plan (TEDP) 

 

1. Employees 

OBLPCT recognizes that employees are its greatest resources. 
Investing in employee development and enhancing employee 
knowledge, skills and abilities is one of the agency’s highest 
priorities.  

Continued professional development and training opportunities 
ensure that employees are provided with the skills needed to excel 
in their work, and be retained in the agency. OBLPCT uses a 
variety of approaches to establish a climate that supports 
continuous learning and development through the following: 

a. Provide opportunities for acquiring the skills, knowledge, and 
experience that employees need for their continuing learning 
and career development. 

b. Provide developmental opportunities for employees, such as 
detail assignments to give everyone interested in a chance 
to participate in assignments that prepare them for high-level 
positions. 

c. Use a variety of ways to provide training and developmental 
experience for employees such as: 

i. Webinars and other interactive and on-line training 
technologies, 

ii. Internal and external training courses, 

iii. Establishing individual needs and training requests 
during employee performance evaluations.. 

Provide training opportunities for all employees. Through 
investments in training, OBLPCT reflects the value of employees 
and supports employee interest in keeping their skills updated in 
order to remain competitive. 

d. “Discrimination and Harassment-Free Workplace” and 
“Maintaining a Professional Workplace”. Each employee will 
learn and adhere to the policies regarding discrimination and 
harassment free workplace. It emphasizes the prohibited 
conduct, the complaint or reporting procedure, and where 
staff can readily access this information for future reference. 
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e. New Employee Orientation – Effectively orienting new 
employees to the agency and to their positions is critical to 
establishing successful, productive working relationships. 
OBLPCT strives to ensure the employee’s first interaction 
with agency personnel is a positive experience. OBLPCT 
provides the following information to the new employee: 

i. Affirmative Action Policy and Affirmative Action Plan 
ii. Agency’s expectation of employee 
iii. Agency’s mission and objectives 
iv. Discrimination and Harassment-Free Workplace 

Policy; 
v. Performance Evaluation Process 
vi. Roles and Responsibilities/Position Description 

f. Leadership Oregon – If financial resources allow OBLPCT 
will provide employees the opportunity to participate in 
Leadership Oregon program.  

No Cost Trainings 

Due to limited financial resources available, OBLPCT will utilize 
training courses available through Department of Administrative 
Services’ iLearnOregon system. These training courses are 
available to state agencies and their employees free of charge. 
iLearnOregon website: 

https://ilearn.oregon.gov/Kview/CustomCodeBehind/Base/Login/Login.aspx 

g. SAIF – Crisis Intervention: “Managing Conflict in the 
Workplace” training is no longer available. 

h. Sustainability in the Workplace – The principle of 
sustainability is the heart of what makes and keeps Oregon 
such a special place to live. It is also an integral part of the 
Governor’s efforts to revitalize Oregon’s economy and 
improve state government. This training will take our 
knowledge of sustainability beyond an introduction. It 
provides an overview of the principles and concepts of 
sustainability and a framework for additional learning and 
decision-making. 

i. Information Security (DAS) 

 Acceptable Use of Information Assets Policy: The 
purpose of the Acceptable Use Policy is to inform 
users of DAS technology assets of the appropriate 
and acceptable use of information, computer systems 

https://ilearn.oregon.gov/Kview/CustomCodeBehind/Base/Login/Login.aspx
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and devices, telecommunications devices, and other 
office technology. 

Other Learning Opportunities 

Diversity in the workplace education is more than just “inclusion”, a 
commitment to workplace diversity awareness helps OBLPCT 
create a satisfactory, safe and meaningful work environment in 
which employees thrive. Through diversity awareness inclusive of 
human characteristics such as race, spirituality, gender, sexual 
orientation or status as a person with disability, OBLPCT 
demonstrates that its employees are seen, recognized and valued. 
By incorporating these strategies OBLPCT can attract and retain 
skilled and talented workforce. 

Continuing Learning Opportunities 

To continue learning about diversity and cultures within our 
workforce the following are some of the recommended books from 
several speakers that have participated in state government 
sponsored trainings. 

 Angelou, Maya.  I Know Why the Caged Bird Sings.  Bantam 
Books, 1983. 

 Dickerson, Debra.  An American Story.  New York, NY:  Pantheon 
Books, 2000 

 Fanon, Frantz.  Black Skins, White Masks.  Grove Press, 1991. 

 Kochman, Thomas.  Black and White Styles in Conflict.  Chicago: 
University of Chicago Press, 1983. 

 McBride, James.  The Color of Water.  Riverhead Books, 1997. 

 McCall, Nathan.  Makes Me Wanna Holler: A Young Black Man in 
America.  Vintage Books, 1995. 

 Meeks, Kenneth.  Driving While Black.  Broadway Books, 2000. 

 Reed, Cecil and Donovan Priscilla.  Fly in the Buttermilk.  Iowa 
City, IA: University of Iowa Press, 1993. 

 Robinson, Randall N. The Debt: What America Owes to Blacks.  
Plume, 2001. 

 Santiago, Esmeralda.  When I Was Puerto Rican.  Vintage Books, 
1994. 

 Tatum, Beverly D.  Why Are All the Black Kids Sitting Together in 
the Cafeteria?  Basic  Books, 1999. 

 West, Cornell.  Race Matters.  Vintage Books, 1994. 

 Wilson, M. and Russel, K.  Divided Sisters: Bridging the Gap 
Between Black Women and White Women.  New York, NY: 
Anchor/Doubleday, 1996. 

 Amsterdam, Boston, The Diversity Scorecard: Evaluating the 
Impact of Diversity on Organizational Performance, Elsevier 
Science/Butterworth-Heinemann; 2003. 
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 Rikleen, Lauren, Ending the Gauntlet: Removing Barriers to 
Women's Success in the Law - by Managing Differently – James 
O. Rodgers,  

 Aguilar, Leslie Multicultural Customer Service: Providing 
Outstanding Service Across Cultures, Linda Stokes McGraw-Hill, 
Inc, Times Mirror Press -  

 Phil Rubio, A History of Affirmative Action, 1619-2000 

 Poverty & Race Research Action Council: http://www.prrac.org/ 

 Civil Rights Coalition for the 21st Century: 
http://www.civilrights.org/ 

 

 

2. Volunteers 

OBLPCT provides a copy of the agency’s Affirmative Action Policy 
and Affirmative Action Plan to all Volunteers. Agency also reviews 
the statewide policies on “Discrimination and Harassment-Free 
Workplace” and “Maintaining a Professional Workplace” policies 
with Volunteers. 

3. Contractors/Vendors 

OBLPCT requires Contractors/Vendors to abide by statewide 
policies on “Discrimination and Harassment-Free Workplace” and 
“Maintaining a Professional Workplace”. 

D. Programs 

The following activities play a major role in moving the agency towards its 
affirmative action goals and objectives and building a foundation for future 
efforts to diversify the workforce. 

1. Internship Programs 

a)   The Board will investigate and evaluate opportunities 
to provide internships for students or other pre-professionals who 
may wish to obtain employment skills. 

 

2. Mentorship Programs 

a) The Board will investigate and evaluate opportunities to 
provide mentorships for students or other pre-professionals who 
may wish to obtain employment skills. 

3. Community Outreach Programs 

a. OBLPCT greatest strength is the quality of and diversity of our 
employees who differ in age, gender, race, nationality, sexual 

http://www.prrac.org/
http://www.civilrights.org/
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orientation, and religious beliefs and operates across multiple 
cultures and languages. OBLPCT encourages employees to 
participate in organizations with the community it serves.  

b. Sharing job opportunities with local ethnic organizations, local 
ethnic chambers, tribes, faith-based organizations, local ethnic 
newspapers, etc. in a timely manner. 

c. Ensure protected classes personnel are aware of promotional 
opportunities as they arise. 

4. Diversity Awareness Program 

To achieve workforce diversity, OBLPCT is positioning itself with a 
strong commitment to its agency’s affirmative action program. This 
includes strong leadership support and commitment to provide 
necessary resources, people and funding of new initiatives. 

a. Continued support from leadership that creates an environment 
of inclusion, which values differences. 

b. Continued management involvement in planning and conducting 
affirmative action/equal employment opportunity activities. 

c. Ensure that employees are an integral part in the design of 
OBLPCT efforts to plan and conduct affirmative action/equal 
employment opportunity and diversity activities. 

d. Widely disseminate OBLPCT Affirmative Action Plan goals 
throughout the agency and encourage recruitment in support of 
these goals. 

e. Diversity Bulletin Board – To bring awareness to the agency’s 
workforce, the board provides information for employees to 
share with one another. OBLPCT also posts the Governor’s 
monthly diversity proclamations, diversity activities and projects, 
diversity calendar of events and other community activities, etc.  

5. Leadership Development/Training Programs 

 
a. The Board established and schedules an annual training session for all board 

members and staff to review board roles and public meeting and public record 
requirements. In addition, the training provides an overview on public official 
ethics requirements and guidance.  
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E. Update: Executive Order 08.18 

a) Cultural Competency Assessment and 

Implementation Services 

Cultural Competency Assessment and Implementation Services is 
a strategy designed to identify best practices and reduce any 
discriminatory behaviors that may exist within the agency. Through 
an assessment, OBLPCT will enable the creation of increased 
awareness; appropriate identification and response to cultural and 
language barriers for employees and the public; a common 
understanding of how all members of the organization should be 
valued and respected; a promotion of managerial skills among 
diverse employees; an understanding of the roles of OBLPCT 
management and employees in creating a welcoming environment 
and the improvement of employee morale. 

In lieu of funding resources OBLPCT is implementing creative 
initiatives to ensure that is positioned itself with a strong 
commitment to its agency’s affirmative action program. This 
includes strong leadership support and commitment to provide 
creative initiatives. 

b) Statewide Exit Interview Survey 

The survey will allow departing employees share their opinions 
about their work experience with the agency. OBLPCT is interested 
in how employees view their tenure and information and 
suggestions they can provide related to their experience. The 
survey covers issues such as: benefits; working conditions; 
opportunities for career advancement; the quality and quantity of 
the workload; and relationships with co-workers and supervisors.  

OBLPCT will analyze the data analysis to provide an understanding 
of reasons for turnover. If the analysis identifies a negative opinion 
regarding the agency’s workplace environment, OBLPCT will use 
this information as an opportunity to improve the work environment 
for the current employees, and improve job satisfaction. 

Data obtained from employees leaving the agency provides 
information critical to: 

1. Assess workplace deficiencies; 
2. Enhance the workplace; 
3. Improve employee retention;  
4. Achieve a diverse workforce through workforce planning; 

and 



Page 17 of 22 

 

5. Improvements based on any negative feedback from the 
survey. 

The result of the data analysis will be reviewed by the agency 
Director for any corrective action and approve strategies that will 
help retention of skilled and valued employees. 

c) Performance Evaluations of All Management 

Personnel 

OBLPCT has incorporated affirmative action objectives as a key 
consideration for the manager’s performance evaluation. Specific 
examples of the managers affirmative action objectives and 
diversity successes and achievement are described below. 
Management personnel will receive an annual performance 
evaluation to assess whether they are meeting its affirmative action 
objectives. Any goals or work plans for future performance will be 
outline in the evaluation. 

Sample affirmative action duty descriptions: 

a. Understand Equal Employment Opportunity (EEO), Affirmative 
Action (AA), Diversity and Cultural Competency principles, and 
the agency’s AA Plan goals and objectives.  

b. Review hiring, transfers, promotional, developmental/rotational or 
training practices and procedures to identify and remove barriers in 
the attainment of the agency’s affirmative action goals and 
objectives. 

c. Make hiring, transfer and promotional decisions in support of 
agency’s affirmative action goals and objectives. Engage in 
appropriate recruitment efforts designed to reach agency’s 
affirmative action goals and objectives. 

d. Promote and foster a positive work environment within the 
agency programs concerning EEO, AA, Diversity and Cultural 
Competencies by ensuring employees are aware and follow 
agency policies and procedures, and address work-related 
issues and/or concerns immediately and take appropriate action 
if necessary. 

e. Attend EEO, AA, and other diversity-related training to provide 
leadership to staff by being aware of diversity and cultural 
issues. This also includes supporting employees to attend such 
programs for further professional development. 
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f. Ensure information regarding EEO, AA and Americans with 
Disabilities (ADA) information is properly displayed on the 
appropriate boards at the worksites(s). 

Ref:  659A.012 State agencies to carry out policy against 
discrimination in employment; evaluation of 
supervisors; affirmative action reports. (1) To achieve the 
public policy of the State of Oregon for persons in the state 
to attain employment and advancement without 
discrimination because of race, religion, color, sex, marital 
status, national origin, disability or age, every state agency 
shall be required to include in the evaluation of all 
management personnel the manager’s effectiveness in 
achieving affirmative action objectives as a key 
consideration of the manager’s performance. 
(2) To achieve the public policy of the State of Oregon for 
persons in the state to attain employment and advancement 
without discrimination because of race, religion, color, sex, 
marital status, national origin, age or disability, every state 
agency shall be required to present the affirmative action 
objectives and performance of that agency of the current 
biennium and those for the following biennium to the 
Governor of the State of Oregon and to the Legislative 
Assembly. These plans shall be reviewed as part of the 
budget review process.  

F.  Status of Contracts to Minority-owned Business (ORS 
659.A015) 

The Board has a contract with a vendor to provide computer database 
development and support. The Board has two additional contracts for 
investigative services; one contract is with a small business owned by a 
woman and one is with a minority-owned business.  

III. ROLES FOR IMPLEMENTATION OF AFFIRMATIVE ACTION 
PLAN 

A. Responsibilities and Accountabilities 

OBLPCT provides overall direction and resources to support the 
Affirmative Action Plan. The Board will foster-- and promote to employees-
- the importance of a diverse workplace free from discrimination and 
harassment. The Board is committed to the use of Affirmative Action 
precepts in hiring employees and in recommending appointments to its 
membership. The Board will continue implementation of the Affirmative 
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Action Plan by exercising impartial and unbiased evaluations of future 
employment applications and interviews. 

1. Director/Administrator 

The Director plays a leadership role in dedicating the agency to a 
policy of equal employment opportunity and conveying a sense of 
that commitment both within and outside of the organization. The 
Director has overall responsibility for implementing and monitoring 
the Affirmative Action Plan and for ensuring compliance with all 
applicable federal and state laws, rules and regulations. 

a. Foster and promote the importance of a diverse and 
respectful workplace. 

b. Periodically review the Affirmative Action Plan and 
progress toward meeting the agency’s affirmative 
action objectives; and 

c. Review equal employment opportunity and affirmative 
action objectives. Ensure the agency’s effectiveness 
in meeting its affirmative action program, and approve 
strategies for meeting objectives; 

d. Recognize policy needs and initiate necessary 
changes. 

2. Affirmative Action Representative 

a. The Affirmative Action Representative is responsible for 
implementing and maintaining the agency’s affirmative action 
plan and is accountable to the Board. 

i. Develop and disseminate the Affirmative Action Plan, 
including the agency’s Affirmative Action Policy Statement, 
and monitor progress and prepare annual updates and 
modifications, as needed; 

ii. Develop and monitor internal and external communication of 
the agency’s Affirmative Action Policy and Affirmative Action 
Plan to keep staff informed. 

iii. Develop and advise employees and job applicants of 
discrimination grievance procedures. Accept and investigate 
all sexual harassment and/or discrimination grievances or 
complaints filed either internally or externally and make 
recommendations for appropriate actions; 
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iv. Serve as the agency’s liaison with governmental agencies 
responsible for the enforcement of civil rights and fair 
employment laws and regulations; 

v. Assist in implementation and review of the internal monitoring 
and review system, using standardized reports and statistical 
data to measure the effectiveness of the agency’s affirmative 
action program, and indicate the need for remedial action; 

vi. Contact community organizations and persons representing 
minorities, women and persons with disabilities and share 
information on available agency recruitments; 

vii. Share information with staff on developments of affirmative 
action issues, including legal decisions and their possible 
impact; 

viii. Periodically review personnel policies and procedures to 
ensure they reflect the agency’s affirmative action 
commitment; 

ix. Periodically audit minimum job requirements, training 
programs, and promotion and transfer actions to assure non-
discriminatory practices; 

x. Conduct periodic reviews to assure EEO posters, the Affirmative 

Action Policy Statement, and Alternate Format poster are properly 

displayed; and 

xi. Conduct exit interviews with employees leaving the agency to learn 

about perceptions or concerns about work climate and affirmative 

action issues. 

IV. JULY 1, 2012 – JUNE 30, 2014 

A. Accomplishments 

The following have been provided to staff: 
 

 Ten Tips for Cultural Sensitivity, Adapted from Minority Health Today 
Magazine 

 Cultural Differences – Some Examples, Adapted from Minority Health 
Today Magazine 

 Cultural Competence – Background, www.eisenbruch.com 

 The Strength and Power of Diversity, Georgetown University Child 
Development Center 

 

http://www.eisenbruch.com/
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 We have had no staff turnover so have not used a candidate recruitment 
process nor the exit interview survey 

 Appointment of 1 Board member of color. 

 The Board has 3 staff: 1 women, 2 men; 2 veterans and 1 person with a 
disability 

 

V. JULY 1, 2015 – JUNE 30, 2017 

A. Goals for Affirmative Action Program 

Build cultural competence/diversity into every Board meeting agenda 
Use the exist survey when and if we have staff turnover 
Reach out to minority and people of color to recruit candidates when positions are 
vacant. 
Our goal is to ensure that the Board, the agency staff, and licensed mental health 
practitioners take active steps to increase their knowledge about cultures and the 
growing diversity of Oregon’s population and to ensure that they provide culturally 
appropriate services.  
 
Continue the activities and policies set during the 2009-11 and 2011-13 biennia. 
Continue inclusion of diversity, affirmative action, and cultural competency 
language in administrative rules, policy, academic graduate level training, and 
review of Oregon graduate counseling and marriage and family therapy programs. 
Encourage employees to attend the Governor’s Affirmative Action Office 
informational trainings. 
Continue to work with the Governor’s office to identify diverse applicants for board 
appointment. 

 

VI.APPENDIX A 

 
ADA and Reasonable Accommodation in Employment  
Discrimination and Harassment Free Workplace 
Training & Development Policy 
Maintaining a Professional Workplace 
Veterans Preference in Employment 
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VII. APPENDIX B 
Age Discrimination in Employment (ADEA) 
Disability Discrimination     
Equal Pay and Compensation Discrimination   
Genetic Information Discrimination    
National Origin Discrimination     
Pregnancy Discrimination      
Race/Color Discrimination      
Religious Discrimination 
Retaliation        
Sex-Based Discrimination      
Sexual Harassment       
 

 






































































































