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Agency Overview

In 1911, the Oregon Legislature established the Board of Forestry and the Oregon Department of
Forestry (ODF). The Board of Forestry is appointed by the Governor. It meets at least quarterly and is
composed of seven members. The state forester is appointed by the Board of Forestry and serves as
secretary to the board. Functions of the department are under the direction of the state forester,
deputy state forester, and the agency's Executive Team. The major program activities of ODF
include:

Protection from Fire: The goal of the department's largest division, Fire Protection, is to employ
environmentally sound and economically efficient strategies to minimize the total loss/costs of
protecting Oregon's timber and other forest values from wildfire.

Forest Resource Division: Through technical assistance, financial incentives, education, regulation
and other tools, this division helps forest landowners manage forestlands to meet their objectives.
Program responsibilities include implementation of the Oregon Forest Practices Act, which prescribes
timber harvest techniques that are consistent with conservation and environmental protection.

State Forests Management: The State Forests division manages 745,000 acres of state-owned
forestland in Oregon. The forests are managed to produce a broad range of benefits. These include
timber harvest, revenue to local governments and schools, protection of wildlife habitat and other
environmental values, and opportunities for recreation and learning.

Agency Administration: Agency Administration houses agency-wide administrative functions
including agency leadership, interagency coordination, forest resource analysis and policy
development, land use planning coordination, information systems support, accounting, payroll,
budgeting, purchasing coordination, property management coordination, human resources, safety
and training support, public affairs coordination support, quality assurance and staff support for the
Board of Forestry.

The Oregon Department of Forestry employs approximately 1,150 permanent and seasonal
employees in over 30 locations throughout the state. Headquartered in Salem, the Agency’s 15-acre
campus serves as the administrative headquarters for the department’s Administrative Services
Branch, Fire Protection, Forest Resource Division and State Forests Divisions. The field function is
divided into three areas, each of which includes from four to seven districts and protection
associations. The districts are responsible for administering all the department programs, while the
associations are under contract to provide protection from fire only.

Introduction

The Oregon Department of Forestry (ODF) developed this plan to help bring about equal employment
opportunities for all persons. The plan commits the agency to do more than practice
nondiscrimination in employment. It includes a set of goals, policies and actions intended to ensure
that women, persons of color, persons with disabilities and all individual’s sexual orientation and
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gender identities are equitably represented in ODF’s workforce, by having a workforce which is
reflective of the diversity of our community. Additionally, it practices inclusion by having equitable
representation in the managerial levels.

The Oregon Department of Forestry is a unique organization within state government. Many of ODF’s
employees serve as part of the agency “militia” in response to wildfire and other emergency incidents.
In the emergency response role, it is possible for an employee to serve in a role reversal as a
supervisor to their day-to-day supervisor or another ODF manager due to their Incident Qualification
System qualification and emergency response role. The emergency response role ODF serves builds
comradery for our employees as all ODF employee are expected to support the department’s
emergency work and all positions may be directly aiding or supporting in the emergency effort.

Many of ODF’s employees are eligible for Public Employee Retirement System (PERS) Police and
Fire benefits 6 months per year due to their fire qualifications or their positions which provide direct
support to wildland firefighting. While other employees are eligible for PERS Police and Fire benefits
12 months per year based on their position. ODF is also unique in the fact that the department
doubles in size each year with the hiring of our seasonal wildland fire fighters.

Over the last three years, the agency had a unique challenge of attempting to recover from the
historic 2020 Labor Day fires while still in the COVID-19 pandemic and preparing for and responding
to increased fire activity across the state. Many staff suffered personal loss in both the Labor Day
fires in 2020 and over the last three years of the COVID-19 pandemic. Throughout these challenges,
our employees have continued to show dedication and resiliency on the job.

ODF has recognized that catastrophic events have an impact on employee morale. Employee mental
health is critical for success both while at the emergency incident and when the employees return to
their regular day job. In recognition of the need to support our employees, ODF partnered with
Responder Life to provide services to our employees in addition to their ability to access Cascade
Centers. In October of 2022, ODF took steps to make their partnership with Responder Life an
integral part of ODF culture by drafting a Peer Support Charter and Peer Support Policy. Responder
Life has deployed to assist in on the job incidents.

This Plan covers the period from July 1, 2023 through June 30, 2025. The principal objectives of the
Affirmative Action Plan include:

e Reaffirming the agency’s commitment to the state’s policy on Equal Employment Opportunity
(nondiscrimination) and the principles of Affirmative Action;

¢ Indicating how the plan and the policy will be disseminated both within the organization and
externally;

e Assigning various levels of responsibilities to direct, manage and carry out the agency’s
Affirmative Action efforts;

e Establishing flexible long-range Affirmative Action goals to correct the underrepresentation of
women, persons of color, persons with disabilities and the LBGT+ community in the agency’s
workforce and management;

e Taking Affirmative Action measures to overcome barriers where shown to exist;
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¢ |dentifying ongoing programs and procedures intended to ensure equal employment
opportunity and to maintain a work environment free of discrimination and harassment;

e Communicating the Agency’s policy of providing reasonable accommodations for qualified
people with disabilities;

e Monitoring and regularly reporting to management on the implementation of Affirmative Action
and progress being achieved regarding employment goals;

e Demonstrating “good faith” efforts of the agency.

Equal Opportunity is defined as the availability of employment and advancement to all persons on
the basis of merit, ability and potential. It is a concept that addresses equal opportunity for all persons
in the employment process.

Affirmative Action is defined as a method of eliminating the effects of past and present under-
representation, intended or unintended, that are evident by analysis of present employment patterns,
practices or policies.

Program areas shall develop more detailed implementation strategies to address issues specific to
their organizational units. These strategies are made part of this plan by reference.

ODF'’s plan intends to create a work environment that attracts and retains employees who represent
the broadest possible spectrum of society, which includes (but is not restricted to) women, persons of
color, persons with disabilities, and the LGBT+ community.

ODF will not tolerate discrimination or harassment on the basis of race, color, gender or gender
expression, marital status, sexual orientation, religion, national origin, age, mental or physical
disability, or any reason prohibited by state or federal statute, nor shall any contractor/vendor for ODF
discriminate or harass in any manner.

ODF and the Governor of the State of Oregon are dedicated to the belief that the State has a
commitment to the right of all persons to work and advance on the basis of merit, ability and potential.
In so doing, the Governor has delegated authority to oversee the implementation of the Oregon’s
Affirmative Action Program to the Affirmative Action manager. The Governor also charges and holds
accountable state agency directors and administrators with the responsibility of ensuring that
principles of Affirmative Action are met.

Copies of the ODF Affirmative Action Plan may be obtained by contacting the ODF DEI Strategy
Officer at (971) 382-2385 or accessing it via the public website or internal intranet page.
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Oregon Department of Forestry’s Mission, Vision, and Values

Mission
To serve the people of Oregon by protecting, managing, and promoting stewardship of Oregon’s
forests to enhance environmental, economic, and community sustainability.

Vision

e Healthy and resilient forested ecosystems and watersheds, with functional aquatic and
terrestrial habitat, supporting vibrant local communities and providing quality outdoor
opportunities for all Oregonians.

e A workforce that reflects the diversity and values of Oregonians and a safe, inclusive, and
supportive workplace that values all employees and allows them to reach their full potential in
providing excellent public service.

e An organization and culture that responsibly and collaboratively manages the public resources
to achieve the outcomes valued by Oregonians.

e Aninnovative and adaptable organization with sufficient resources and appropriate policies to
achieve its mission.

Values

Diversity, equity, and inclusion in all aspects of our business.
Honesty and integrity.

Safety in the workplace.

Respectful, strong, collaborative relationships.

Engagement and cooperation of all Oregonians.

Leadership in professional forestry.

Innovation based on sound science.

Excellent, efficient, and effective service

Individual initiative, effectiveness, and hard work.
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Agency Employees

Agency Director

Cal Mukumoto, State Forester
Oregon Department of Forestry
2600 State Street, Salem, OR 97310
(503) 945-7200

Governor’s Policy Director

Geoffrey Huntington, Senior Natural Resources Advisor
Governors Natural Resource Office

250 Winter St NE, Salem, Oregon 97301

(971) 707-8261

Agency Affirmative Action Officer

Megan Donecker, Diversity, Equity, and Inclusion Strategy Officer
Oregon Department of Forestry

2600 State St, Salem, OR 97310

(971) 382-2385

Agency Affirmative Action Representative

Megan Donecker, Diversity, Equity, and Inclusion Strategy Officer
Oregon Department of Forestry

2600 State St, Salem, OR 97310

(971) 382-2385

See Appendix A for full ODF organizational charts.
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Affirmative Action Policies

Affirmative Action Policy Statement/Diversity & Inclusion Statement

General Affirmative Action Policy Statement

It is the policy of the Oregon Department of Forestry to provide an equal opportunity for employment
and advancement regardless of race, color, national origin, gender, age, religion, marital status,
sexual orientation, physical or mental disability, military status, or any additional protected classes.

To achieve this diversity and inclusion, the department will carry out an Affirmative Action program
that provides procedures for the consideration of protected class candidates in all aspects of human
resource management.

The department recognizes the historical and present-day inequities and discrimination, which have
impacted all levels of policy and hiring/retention. ODF is committed to strive to eliminate the effects of
past and present discrimination, even if unintended, which are evident by analysis of present
employment patterns and practices.

Recruitment and Selection

It is the policy of the department that all vacancies will be recruited on an open competitive basis. Any
departure from this procedure must be approved by the state forester or the Agency’s Appointing
Authority. During periods of department downsizing and restructuring or when ODF specific
knowledge and experience is required, methods other than open competitive recruitment may be
approved in accordance with the Collective Bargaining Agreement (CBA) or Department of
Administrative Services (DAS) policy. Recruiting periods will be of sufficient length to adequately
allow for proper distribution and response to every recruiting announcement.

Interview and other employee selection panels will be created and utilized to reflect the diversity of
the department’s workforce and the diverse community ODF serves. See Appendix B.

Interview panels are selected by the hiring manager, with a focus on representing the diversity of the
department. In January 2023, ODF rolled out an interview panel training. The training has to be
completed prior to sitting on a panel and updated annually in order to participate on an interview
panel. This training focuses on both behavioral expectations of interviewers and also legal
requirements, such as protected classes and DEI concepts of unconscious bias. It is available on
Workday.
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PLEASE POST ON EMPLOYEE BULLETIN BOARDS

Employee and Stakeholder Protection

It is the policy of the Department that it will not tolerate the harassment of or discrimination against
anyone employed by or associated with the Oregon Department of Forestry. All employees play a
vital role in ensuring a discrimination-free workplace. In addition, management and executive service
employees at all levels of the organization are responsible for creating and maintaining a professional
work environment that is free from discrimination or harassment of any kind. Employees who feel they
have been harassed or discriminated against are encouraged to bring such behavior to the attention
of department management, Human Resources, or designated individual. Additionally, if the
employee is represented by a union, they are encouraged to reach out to their union representative.

No employee of ODF nor any entity contracting with it may coerce, intimidate, threaten, or interfere
with any individual who has opposed any act or practice prohibited by the Americans with Disabilities
Act (ADA), participated in any investigation, or aided or encouraged others to assert rights granted
under the ADA.

Communication

ODF shall maintain a copy of the Affirmative Action Plan on both the ODF internal website for all
employees to access and ODF’s public website for the public, employees, volunteers and contractors
to access. All agency managers will receive a copy of the Affirmative Action Plan. Managers shall
participate and encourage others to participate in ODF’s activities designed to promote Affirmative
Action. As part of their quarterly check-ins, each manager or supervisor shall be evaluated on their
effectiveness in promoting the Affirmative Action goals and objectives for ODF.

Responsibilities

All employees have a responsibility to implement and adhere to this plan within the context of the
department’s Working Guidelines. All managers have a responsibility to manage their respective
divisions, programs, functions and workforce in accordance with the principles, policies and
procedures of this plan, and will be held accountable for their performance.

To help ensure organizational success, the department’s Executive Team will make necessary
decisions, will monitor the accomplishment of this plan on an ongoing basis and will make plan
adjustments as necessary.
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Agency Diversity, Equity and Inclusion Statement (DEI)

The Oregon Department of Forestry is committed to diversity, equity and inclusion and strives to
achieve and maintain a diverse, well-trained work force. The department seeks to create an all-
inclusive work environment in which all employees assist in achieving DEI and affirmative action
goals, all are encouraged to meet their full potential, and all consider Forestry as their “employer of
choice.” In addition, the department follows foundational principles called Working Guidelines -
statements of behavior that provide for improved information flow and that foster an effective,
respectful and trusting work environment.

The department is committed to pursuing broad applicant pools when filling positions. ODF fully uses
technology to reach a broad range of applicants, but also posts job vacancies in venues such as
community bulletin boards and job boards for Diversity Organizations to ensure the greatest diversity
of applicants.

Agency leadership looks toward the future with a full understanding that succession management,
inclusion, human potential, and workforce sustainability are keys to our success.

Term
This Affirmative Action Plan is in effect from July 1, 2023, to June 30, 2025.

Questions
If you have questions or concerns, please contact Megan Donecker, Diversity, Equity, and Inclusion
Strategy Officer at (971) 382-2385 for assistance.

Digitally signed by Calvin

X Calvin Mukumoto Mukumoto

Date: 2023.02.28 07:56:39 -08'00'

Cal Mukumoto
State Forester
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Policy (Equal Employment Opportunity, Affirmative Action, and
Diversity Directive)

Agency AA Policy/DI Statements/State and Federal Employment Law Documents
The Oregon Department of Forestry is an Equal Employment Opportunity (EEO) employer. The
department follows the DAS Discrimination and Harassment Free Workplace Policy 50.010.01 and
the DAS Maintaining a Professional Workplace Policy 50.010.03. ODF follows the DAS policy Equal
Opportunity and Affirmative Action rule 105.040.001. In 2012 ODF established an EEO/AA Directive
0-3-4-300 that provides direction of ODF’s commitment to the principals of EEO/AA and Diversity.

In 2020, a complaint process was developed to align with the DAS policy and Collective Bargaining
agreement and is posted on the agencies internal website for employees to access.

For additional information on policy, see Appendix E.

Dissemination

The Oregon Department of Forestry shall put itself on public record as an Equal Employment
Opportunity /Affirmative Action (EEO/AA) employer and EEO/AA statements will be included on each
job announcement. The department will disseminate the agency’s Affirmative Action Plan and
relevant policies, directives, statements and procedures through multiple outlets, all designed to
increase the Plan’s accessibility to all employees and partners. Meetings will be conducted with
executive, managerial, and supervisory employees to explain the intent of the policy and individual
responsibility for effective communication and implementation.

Location
The Oregon Department of Forestry’s Affirmative Action Plan will be published on the department’s

internal and external web sites.

Accessibility
Copies of the Affirmative Action Plan may be obtained by contacting ODF Human Resources at (503)

945-7285, or by visiting the department’s web site and selecting the “Reports” section at:
www.oregon.gov/ODF/Pages/Reports.aspx. Accommodations like larger font are available upon
request.

Complaint Options

Complaint options provide valuable information to identify potential personnel and policy problems
that can then be corrected before issues become more serious. Accordingly, ODF maintains an
internal complaint process based on the DAS policies, which is posted on ODF’s internal website for
employees to access.

Employment

The employment of a diverse workforce is important in achieving the department’s mission and
objectives. To achieve a more diverse workforce, the department achieves equity via the following
employment practices, in compliance with both state and federal requirements.
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Hiring

During the employee selection process, the department follows the veteran preference laws and
statewide policy. When determining the salary for selected candidates, the department conducts a
pay-equity analysis. When determining the salary for current state employees who are: a) re-
employed to other classifications, b) who are promoting to higher salary range classifications, or c)
transferring to different positions, collective bargaining agreements and statewide policies are
followed.

Retention

Employee retention decisions are made on the basis of relevant and representative job performance.
The department may also consider employee alignment with its core values, as these values are of
critical relevance in achieving the agency’s mission and objectives. In addition, ODF’s Employee
Recognition Program includes annual Agency Achievement Awards and is also aimed at employee
retention. Finally, when an employee leaves the department they are encouraged to complete an exit
interview in Workday. Doing so enables the agency to gather feedback regarding employee
experiences and to review any recommendations they may have for changes or improvements.

Promotion

Promotional decisions are based on job-specific relevant and representative qualifications. A
standard outline of job duties, qualifications and how to apply are provided for prospective employees
using Workday, the Statewide Job Opportunities website. Neutral screening and selection criteria are
used in an effort to avoid creating barriers to protected class applicants. Documentation of who is
interviewed and qualification factors are retained to inform the hiring decision.

Succession Planning

The department’s succession planning efforts serve to ensure that deliberate, transparent processes
are developed and implemented, all towards achieving an increase in the availability of experienced
and capable employees who are prepared to assume leadership roles as those roles become
available. Forestry’s succession planning efforts are tied to community outreach and engagement,
recruitment and selection, and training and development. More discussion on these topics is
communicated throughout this report.

Forestry’s Affirmative Action Plan provides insights to the effectiveness of equity implementation
within the department.

Diversity, Equity, Inclusion, and Access Initiatives

The following activities play a major role in moving the agency toward its Affirmative Action goals as
well as building a foundation for future efforts to have a diverse and inclusive workforce.

Diversity, Equity, and Inclusion Strategy Officer

In the spring/summer of 2022, ODF recruited and hired a designated DEI Strategy Officer. This has
been an important step for the agency to achieve their DEI goals. Since starting, the DEI Strategy
Officer has implemented a department wide DEI survey to establish a baseline for the department’s
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DEI work. They had a response rate of 52%, see below for additional details. Additionally, the DEI
Strategy Officer collaborates with Public Affairs team to update the DEI intranet page; created an
ADA accessibility guide, DEI questions and guidelines for interview panels; sits on several statewide
committees and a national committee; and will participate in the Uplift Oregon Peer-to-Peer Equity
Network. Additional projects included presenting for HR and several districts, collaborating with the
20-year Shared Stewardship team, meeting with staff at both management and non-management
levels to hear the DEI work they completed in their own areas and their concerns, and working with
our talent recruiters to make agency job postings more DEI focused.

Moving forward, the DEI Strategy Officer will use the results of the DEI Survey to map out the path
ahead for ODF as a department. Those results will be incorporated into the Affirmative Action plan,
DEI actionable items, the committee, and will guide the Strategy Officer position, including what DEI
continuing education opportunities are going to be offered to staff. Throughout this work, DEI will be
operationalized within the department through policy updates.

Sovereign Nations Government Engagement

The department also recently hired a Tribal Policy Coordinator and Archaeologist, who serves as the
government-to-government liaison. This new position adds dedicated capacity to develop policy and
training, build internal awareness, and expand relationships with Sovereign Nations’ Governments
statewide. Complementing this new capacity, the department will be recruiting a dedicated Legislative
Coordinator to track external policy development at the local, state, and federal levels, and ensure
consistent internal alignment. We anticipate close collaboration between these two positions and the
DEI Strategy Officer to provide more focused strategic guidance for the agency.

DEI Survey

In October of 2022, ODF contracted with an outside agency Pulsely to complete a department-wide
DEI assessment. The goal of this assessment was to utilize a data driven approach to the agency’s
DEI efforts with setting a firm baseline and help with setting realistic goals the agency can continue to
measure. ODF had a 52% response rate, with a high level of management response. The two largest
pools of tenure range responses were 6 months to 1 year and 11 to 15 years.

Results

DEI Snapshot:

e Diversity Score 44%
e Equity Score 41%
e Inclusion Score 63%

“Inclusion, at 63%, is the highest of the three overall scores for ODF. It is important to
note that inclusion is easier to build when there is less diversity, and ODF's diversity
metric, at 44%, is much lower. ODF's equity score, which is 41%, suggests that some
workforce segments are having an unequal experience. If the employee segments
with lower inclusion scores are smaller in size, the overall ODF inclusion score may
mask the experiences of those groups.”

Pulsely uses 8 Pillars of Inclusion to score agencies: Visible DEI Leadership, Managerial
Relationships, Career Support, Equal Opportunity, Belonging, Work-Life Effectiveness, Team
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Psychological Safety, and Behavioral Accountability. According to the Pulsely results, Career Support
was the area ODF scored the highest in, with Equal Opportunity and Work-Life Effectiveness the
areas which need the most attention.

Additionally, Pulsely identified ODF’s most at risk groups (defined as groups disproportionately
impacted by inclusion challenges).

e LGBTQ+/Prefer not to Answer with no promotion
¢ \Women with no promotion

e Women 40-44 years old

e Women of color

e Top management/senior-level women

e Women in the NW/Seed segment

e Management non-supervisory

e 36-39 years old

Pulsely had 4 key recommendations for ODF based off the results, as well as more detailed
recommendations for each at risk group.

Key Recommendations:

1. Equal Opportunity, a lower score at ODF, is impacting retention, engagement, and innovation
for ODF; underrepresented groups had even lower scores on equal opportunity which
suggests that ODF is not fully leveraging the potential these employees can bring to the
workplace. Findings reveal that Women and LGBTQ+ employees who have not received
promotions have lower scores on both Career Support and Equal Opportunity. While we
expect higher performers to receive more development and advancement, it is unusual to see
this level of statistical significance by demographic group. This finding suggests that
unconscious bias is impacting career opportunities for these two groups and needs to be
monitored.

Where career opportunity is left to organic processes, inequity in career experiences may
unintentionally develop. When opportunity is impacted by affinity bias and who you know more
than by objective policies, the group that benefits is those that mirror dominant group
characteristics. De-bias performance management and promotion processes to increase the
equity of career development and advancement.

2. Although it was an average score overall, Visible DEI Leadership is a key factor impacting,
Engagement, Retention, and Innovation of ODF employees. Create a sense of urgency to
build more Visible DEI Leadership which reflects both whether employees see visible
representation in leadership and encompasses how leaders’ actions, priorities, and words are
consistent with a culture of inclusion. Build D& Championship among Leaders, an essential
element for accelerating progress toward both Business and D&l goals. Employees are looking
for indicators of equal opportunity signaled by greater diversity in executive leadership, more
proportional rates of advancement, and leaders who demonstrate engagement to inclusion
through words, actions, and priorities.
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3. Leaders set the standard for what behavior is appropriate - either by their own behavior or
whether they hold others accountable for inappropriate behavior. While Behavioral
Accountability was an average score overall, it was a significant inclusion gap for many at-risk
groups. Silence, in the face of misconduct, is implicit consent. To ensure a workplace that
works for everyone, there needs to be much greater clarity in what is and is not acceptable
workplace behavior and everyone, regardless of level, needs to be held accountable.

4. Work-Life Effectiveness is a significant challenge at ODF Employees need to be able to speak
up about the challenges they experience in the workplace, particularly around Work-Life
conflicts. Foster regular discussions between employees and their managers to identify issues
and discuss mutually beneficial solutions.

All staff were invited to leave their thoughts on what the most important thing ODF could do to make
the workplace more diverse and inclusive. Those comments were then categorized into themes. The
top 6 themes ODF staff commented on were:
1. Diverse Hiring/Recruitment
Build Inclusive Culture
Listen to Employees
Visible DEI Leadership
Cultural/Diversity Training
Equal Opportunity

SRS ONN

See additional results in Appendix C.

Training Programs

Providing ODF employees with training and development opportunities is central to maintaining and
improving professional competencies. Accordingly, ODF invests in short-term and long-term
employee career growth and development and promotes educational opportunities that helps the
agency better serve the dynamic and vibrant communities of Oregon.

Succession planning is a high priority at ODF. Succession planning is addressed consistently at all
the agency’s core training programs, is regularly a part of top management’s communication with
agency employees and is an important component of empowering its workforce. Diversity, succession
management and retention are key aspects of this effort.

Employees are encouraged to utilize Workday to develop their career goals and enhance their
employee profile.

Employees

Diversity is considered a core theme of all training at ODF. Diversity training is also an important part
of our Agency Leadership Program (ALP), delivered once each biennium, when feasible. Due to the
COVID-19 pandemic, ALP was paused and will be returning in 2023. Diversity discussions are woven
throughout ALP. Recent discussions have focused on generational diversity, gender issues, and
communicating with diverse audiences.
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Historically, ODF has not offered a structured training curriculum focused on diversity, equity,
inclusion, and accessibility. This has become a priority goal for the next two years. The focus will be
on creating a shared language and leveling the knowledge playing field with staff. This will help
ensure DEI conversations are productive and staff have the information to help reduce harm. The
trainings will be available on Workday and current staff will be given a specific amount of time to
complete them (estimate one year), while new staff will be expected to complete them within six
months of hire.

While subject to change, the proposed trainings are:
e Introduction to DEI
e Creating a Collective Language
e Unconscious Bias
e Microaggressions in the Workplace
e Antiracism Work in Oregon
e The Glass Ceiling
e Religion, Spirituality, and Beliefs
e LGBTQIA+ Inclusion
e Visible and Invisible Disabilities
e Environmental Justice

In November of 2022, the human resources office started a monthly DEI training focused on best
practices for speaking about and to historically excluded communities. Examples of topics include:
Sovereign Nations, LGBTQIA+ Communities, People with Disabilities: Physical and
Mental/Developmental, Immigrants, Houseless and Housing Insecure. It is important that ODF’s HR
team have the basic language to talk to and about historically excluded groups.

Volunteers
Volunteers represent a distinct part of ODF’s mission, with the Tillamook State Forest and the

Tillamook Forest Center (TFC) constituting the vast majority of ODF’s volunteer opportunities.
Although volunteers complete a volunteer application, gender, age, race, ethnicity and regional
location demographics are not captured in the application. Volunteers are self-selected, and
recruitment activities target volunteer areas of interest. Volunteers are tracked in Workday as
contingent workers and are not part of ODF’s direct recruitment pipeline. However, recruitment of
camp hosts — for example — is widespread with advertisements in newspapers, job boards, Good
Sam, AARP, etc. No formal education or training is provided to volunteers; however, any required
training is completed during volunteer time.

Contractors/Vendors
Contracts include standard federal and state statutes and policies related to Affirmative Action and

discrimination. No formal education or training is provided to vendors.
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Leadership Development/Training Program
ODF utilizes several leadership development programs targeted toward all employee levels. See

Appendix D.

DEI Council

ODF's DEI Council voluntarily serves to assist the DEI Strategy Officer, provide feedback and
employee perspective. They enable ODF to plan and implement the agency’s DEI vision, value, and
goal statements to create positive change across the entire agency. The state forester is the standing
sponsor for the council. The council consists of up to eight members. There are three standing
members: DEI Strategy Officer as the Council Chair, the Human Resources Director (or Designee),
and an additional executive team member. The remaining five members are selected from an
application process and serve a 2-year term.

The purpose of the Council is to:

e Institutionalize DEI as a priority for the agency, our employees, and our leadership.

¢ Provide the institutional structure to integrate DEI priorities, trainings, initiatives, etc. into
agency culture, policies, and practices.

e Serve as the vehicle for passionate, motivated and interested employees to implement change
and help the agency achieve mission, vision and goals.

e Maintain a relevant and effective DEI Strategic Plan.

e |dentify and solicit resources needed to implement the strategic plan.

20-Year Shared Stewardship Plan

In 2019, a Memorandum of Understanding on Shared Stewardship was signed by state and federal
officials to document the commitment of the State and the United States Forest Service to work
collaboratively to create a shared stewardship approach for implementing land management activities
in the state of Oregon. Additionally in 2021, Senate Bill 762 (an act relating to wildfire and declaring
an emergency) was signed into law. It directed ODF to design and implement a 20-year strategic
plan, as described in the Shared Stewardship Agreement.

Overarching throughout this process is the commitment to diversity, equity, and inclusion in the 20-
year Strategic Plan. This strategic plan will require an “all hands on deck” mentality from a broader
and more diverse range of stakeholders. The department is specifically reaching out to stakeholders
from historically excluded voices, such as the BIPOC (Black Indigenous People of Color)
communities, LGBTQ+ communities, disability communities, those experiencing poverty, and those
most at risk of the impacts of the climate crisis (the houseless population, migrant farmers). As the
makeup of Oregon continues to change, the makeup of our stakeholders will reflect those changes.

The best way to make sure we are not continuing the status quo is to make sure we have new and
fresh partners in this conversation. The outcome of this plan will impact all people in Oregon, so all
voices should be heard.

See Appendix F for Oregon’s Shared Stewardship Framework.

Carbon and Climate Change Assessment
In November of 2021, the Board of Forestry approved the Climate Change and Carbon Plan.
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The plan will position Oregon forestry as a regional leader in climate-smart forestry, including both
climate-change mitigation and adaptation. The goals are to reduce greenhouse-gas emissions,
increase carbon sequestration (i.e. storage of carbon in trees), and positively benefit climate-
impacted and resource-dependent communities. Within that plan, ODF called out the impacts climate
change has on traditionally underserved communities:

“The social and economic dimension of climate-smart forestry will require careful coordination
and communication to ensure all voices are heard and incorporated. Natural resource
dependent, disproportionally climate impacted, and traditionally underserved communities are
important parts of Oregon’s culture and economy and are at great risk from climate-change
impacts. Ensuring they are included in planning and decision-making and are not left behind as
the forest sector works to adjust and transition to a changing environment and landscape is
key. The cultural significance of forests (wildland, community, and urban) and forest products,
timber and beyond, is highly important. Harvesting traditional foods, recreation, tourism, and
wood fiber extraction from the state’s forests all support a diverse set of communities including
Tribes, natural resource-dependent jobs and people, and those at a disproportionate risk from
the effects of climate change. People working to adapt to and mitigate climate change will
need to heed these voices.”

Uplift Peer-to-Peer Equity Network

In the fall of 2022, ODF was one of ten agencies within the State of Oregon to be selected to
participate in Uplift Oregon’s Peer-to-Peer Equity Network. Four employees from ODF were selected
to participate, two management level and two non-management level. This is a year-long program,
requiring roughly 80 hours of commitment from November 2022 to December 2023. Included in this,
is a national conference, Facing Race, which is the kickoff to the year.

The outcomes of this pilot project, if successful, should result in:

e A network of equity practitioners that serves as a continuing resource for the work of equity
and inclusion

e Action plans for agency projects based on strong internal analysis for equity and inclusion
across the participating agencies

e Research that yields case studies that can be used as a resource for future work

e Alibrary of materials and resources that are vetted and accessible for all participants

Environmental Justice Council
ODF has been an active agency on what was formally the Environmental Justice Task Force, now the

Environmental Justice Council (EJC), for several years. Through their position, they keep the EJC
updated on DEI and justice issues happening in ODF and are able to come together with the other
natural resource agencies in the State of Oregon to coordinate and break down silos. The DEI
Strategy Officer serves as the ongoing ODF representative for the EJC, allowing for more focus and
time to be dedicated to this important Council.
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Community Engagement

The department engages with community-based organizations, private and public sectors, K-12
schools, higher education institutions and other organizations to model an inclusive environment.
Forestry’s commitment to community engagement encompasses short-term and long-term initiatives.

Career Fairs

ODF'’s Talent Acquisition Specialists attended a number of career fairs in 2022. One of the priorities
for the year was attending career fairs at community colleges to widen the net of who the department
is recruiting.

Career fairs attended in 2022:

e Klamath County Fair

e WorkSource Virtual Career Fair

e Oregon State Fair

e Southwestern Oregon Community College

e University of Oregon Career Fair

e Mt. Hood Community College

e Oregon State University Forestry Career Fair
e Oregon State University Virtual Career Fair

Veterans

ODF has prioritized making connections with various military installations, including the Portland Air
National Guard Base and the Army National Guard Headquarters in Salem. In addition, ODF
recruiters have participated in a veteran’s job fair and continue to have an open dialogue with the
Department of Veteran Affairs for transferrable veteran skills.

Adults in Custody

The agency has a close working relationship with the Department of Corrections where ODF trains
and utilizes Adults in Custody (AICs) on various forest management and fire suppression activities.
The AICs gain valuable work skills that they can then employ upon release. The Agency has hired

several former AICs from the South Fork and Coffee Creek programs.

Tillamook Forest Center

The Tillamook Forest Center (TFC) provides a favorable setting for field trips, education and
exposure of natural resources / forestry to the general public. The TFC sees a diverse audience of
over 50,000 visitors per year (non-school groups). The center’s focus on history of the Tillamook
State Forest along with ODF practices connects visitors (including many families with young children)
with Oregon’s natural resources and forestry. Through exhibits, formal programs, and non-formal
encounters with TFC staff, visitors make connections to ODF, the forest and natural resource
management.

Due to constraints with Covid-19 and the historic national activities in 2020, a conscious effort
occurred to begin implementing ODF’s DEI Core Value in the REI (Recreation, Education, and
Interpretation) program. The first step is to listen, learn, be open to understand the issue, and begin a
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dialogue. While these dialogues can be uncomfortable, they are crucially important in helping
educators, field staff, and agency employees create inclusive spaces, better serve communities, and
maintain excellent public service. The TFC team created a series of DEI social media posts focused
on diversity in the outdoor industry and highlighting Native American Heritage Month for community
engagement.

In an effort to continue community engagement, public programs were offered via Zoom platform.
This approach provided an opportunity for those who are unable to visit the Tillamook Forest Center
to connect with ODF. On average, 70% of participants had never visited the center. Close captioning
was added to Facebook and YouTube videos.

Interpretation and Education staff are incorporating DEI into all trainings, lesson plans and general
public presentations (e.g., micro-aggression awareness, use of gender-neutral pronouns, establishing
a safe culture to monitor each other and help to address unconscious bias). Scholarships for
underserved and minority communities have priority for forestry field trips.

TFC has extended invitations and waived fees for tribal partners to attend National Association for
Interpretation (NAI) workshops and NAI Certified Interpretive Guide training. If their members are
interested in in applying for our interpretation positions, they would meet the preferred qualification of
holding a CIG certification.

Due to COVID-19 restrictions, the TFC is closed to the public but plans to reopen in March, 2023.
During the closure, TFC prioritized updates to exhibits, including highlighting not just the story of
colonization of the area, but the long history of the Indigenous peoples who have lived on this land for
millennia.

Keep Oregon Green

The department also partners with Keep Oregon Green (KOG) Association to conduct wildfire
prevention education and outreach. KOG is located on the ODF Salem campus, and its mission is to
promote healthy landscapes and safe communities by educating the public of everyone’s shared
responsibility to prevent human-caused wildfires. KOG delivers programs that encourage interface
residents to work together in their local communities to be fire-adapted. This work also targets
recreationists who travel to hunt, camp, bike and ride on public lands. KOG has a two-pronged
approach: first, as a statewide marketing agent (e.g., TV, radio, billboards, road signs, and website),
and second as a partner and resource provider for local fire districts and fire prevention cooperatives.
KOG educates professionals and the public through community workshops, conferences, K-12 school
programs, and a web-based prevention curriculum for youth.

Oregon State Fair

The department also participates in the Oregon State Fair at the ODF State Fair booth. During this
high-profile event, employees share about the importance of Oregon’s forests and the department’s
work of stewardship in forestry.

ODF plans to make a good-faith effort to engage in the aforementioned activities, as appropriate,
available and feasible.
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Roles for Implementation of Affirmative Action Plan

Below are the specific engagement and innovative Affirmative Action activities of the state forester,
the Leadership Team, managers and supervisors and the Affirmative Action Representative. The
listed activities are from the period July 1, 2023, through June 30, 2025.

State Forester

The state forester has committed the department to a policy of Equal Employment Opportunity and
Affirmative Action and maintains an active interest in the attainment of the department's Affirmative
Action goals and objectives. He has communicated the leaders intent and expectations for managers
to support and embrace DEI in all aspects of our business. The state forester is supportive of the of
development and implementation of the DEI Council and is a standing member.

In 2019, ODF established a diversity, equity and inclusion committee, the state forester declared all
topics related to diversity, equity and inclusion as high priority and communicated in the Leadership
Team (LT) meetings that ODF’s hiring practices will be refined to include the upline managers to
review and approve all new hires prior to offers being made to ensure diversity efforts are being met.
The department’s LT provides a variety of senior functions that includes surfacing needs and issues
for discussion and resolution, and providing input and discussion on policy, strategy and priority.

In 2018, the State Forester also provided leadership for updating the department’s core values to
include “Diversity, equity, and inclusion in all aspects of our business.” The State Forester has
supported the establishment of the DEI committee furthering this work to establish a DEI council to
further efforts in the agency’s equity culture.

Leadership Team and Managers and Supervisors

The Leadership Team includes the Executive Team, program directors, and district foresters. The
Leadership Team, in addition to managers and supervisors are responsible for full implementation of
the Affirmative Action Plan, within their areas of responsibility.

Leadership Team (LT) meets every quarter in person and monthly via Teams. Additionally, the LT
Planning Committee sets the agenda for the quarterly in-person meetings. The DEI Strategy Officer
was appointed to both the LT Planning Committee and was temporarily appointed to LT for a two-
year term. The purpose of this appointment is to help facilitate and guide the DEI conversations at LT
meetings. At the end of the two years, LT will determine if the DEI Strategy Officer is still needed to
help guide the DEI conversations.

Additionally, this will be an opportunity for the DEI Strategy Officer to update LT on the Department’s
DEI and Affirmative Action goals and progress.

Affirmative Action Representative

The DEI Strategy Officer now serves as the department’s Affirmative Action Representative and is
responsible for the development and maintenance of ODF’s AAP and for facilitating the education
and understanding of the importance for meeting the AAP goals and objectives.
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All Employees

All employees have a responsibility to implement and adhere to this plan within the context of the
Department’s Working Guidelines. All managers have a responsibility to manage their respective
divisions, programs, functions and workforce in accordance with the principles, policies and
procedures of this plan, and will be held accountable for their performance.

Oregon Department of Forestry Page 22 Affirmative Action Report 2023-2025



July 1, 2021 — June 30, 2023
Agency Statistics and Affirmative Action Data

Summary and Analysis

The Department of Forestry’s workforce doubles in size annually when the agency hires seasonal
wildland firefighting staff during the summer fire season. Our seasonal employees typically work from
June to October each year. The total workforce during fire season is 1,416 and includes all
permanent, limited duration and seasonal employees. The following demographics are a reflection
from data pulled from Workday on 11/28/22 and the demographic data gathered by the Pulsely DEI
Survey.

The current agency demographics reflect:

Binary Gender*

*According to the DEI Survey, 2% of ODF employees
identify outside the binary gender options of “male”
and “female” found in Workday.

BFemale @EMale

Generations

45.3%

E Generation Z (1997 - Current) Millennials (1981 - 1996) E Generation X (1965 - 1980)

EBaby Boomers (1947 - 1964) B Traditionalists (1917 - 1946)
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Race/Ethnicity

® American Indian or Alaska Native B Asian

W Black or African American B Hispanic or Latino

m | do not wish to answer. m Native Hawaiian or Other Pacific Islander
E Two or More Races B White
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Disability Reporting Workday* Disability Reporting Pulsely

ENo Reported Disability

*It should be noted, Workday reports 99.3% of B Not disabled m Neurodiversity
ODF’s workforce does not report a disability. In _ _ _
contrast, 75% of the staff who took the DEI survey @ Chronic liiness/pain ® Multiple
reported no disability. That is nearly a 25% ® Mental Health W Hearing
difference in reporting. It is worth considering why m Sight m Mobility
there is such a vast difference in reporting disability

@ Other
status.

. : . Noted, as this time, ODF does not have any
Bilingual English and Spanish designated bilingual positions. This means,
currently, no employees in ODF are making
the bilingual differential bargained by the
unions representing staff.

B English @EBilingual
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This data was gathered from the DEI
Survey, as Workday does not collect data
on LGBTQ+ identification.

According to Pulsely, it is common to see
4% a Prefer not to say % larger

than the LGBTQ+% when the

Ally group is less than the No

group.

LGBTQ+ Community

*Ally was defined in the survey as a
personal supporter of LGBTQ+
colleagues.

38%

ENo ENo, but ally Yes, LGBTQ+ mPrefer not to say

Update from the 2021-2023 Affirmative Action Plan Goals
In previous action plans, ODF didn’t have specific accountability measures in place, the goals were
more generalized around increasing representation of protected classes in the largest job groups.

Goals for ODF’s Affirmative Action Plan
Based off the results of the DEI assessment, several critical groups were identified for analysis and to
focus our ongoing DEI efforts on. These critical groups will influence how the entire department
performs.

e LGBTQ+/Prefer not to Answer with no promotion (5% of population)

e Women with no promotion (14% of population)

e Women 40-44 years old (6% of population)

e Women of color (5% of population)

e Top management/Sr level women (2% of population)

e NW/Seed women (7% of population)

e Management non-supervisory (6% of population)

e 36-39 years old (15% of population)

Strategies and Timelines for Achieving Goals

Problem Analysis and Action Plan
It is vital the department is able to prioritize actionable goals in the Affirmative Action Plan. While it
can be tempting to “tackle everything at once,” that can spread resources too thin and accomplish
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less. The eight at risk groups can be categorized into four themes, which will have overlapping
actionable items. Meaning, in tackling Women of Color, we will also support and improving Women
40-44, Top Management/Sr Level Women, and NW/Seed Women. In honor of utilizing data to show
progress, ODF will be utilizing the results from the DEI assessment to help guide the next biennial.
Based on the results from the survey and the recommendations from Pulsely, ODF will focus on the
following groups: Groups with no promotions (LGBTQ+/ Prefer not to say & Women), Gender
Intersection (Women 40-44, Women of Color, Top Management/Sr Level Women, NE/Seed Women),
Job Level (Management non-supervisory), and Age (36-39 years old).

Additionally, the Governor's EO No. 22-11 laid out some specific expectations for State agencies.
Over the next two years, ODF will focus on No. 22-11 #2-f (tracking and evaluating agency
discrimination trends), #2-g (professional development), and #3 (evaluation of management). These
will bring ODF closer in line with the EO and the State’s DEI strategic plan.

The goal for the upcoming biennial will be to lay the foundation for future equity within the
department. This will require process and policy changes from recruitment to promotion. When policy
reflects an equitable workplace, culture will follow.

No Promotion

Between 14% and 19% of the population

Staff need to feel like they have a clear path of promotion and career growth. Additionally, ODF needs
to invest in the future of the agency including a diverse and inclusive leadership team. Focusing
specifically on the LGBTQ+ population and Women, ODF can invest in a diverse and inclusive future.

This group specifically is lagging behind in feeling like they have equal opportunity, career support,
behavioral accountability, and visible DEI leadership.

2023-2025 Actions:

1. Require all management to take the Manager Training put on by HR. The purpose of this
training is to equip managers to support their staff fairly and equitably.

2. Require all members of interview panels to complete the Interview Panel Training put on by
HR. This has a focus on recognizing and overcoming bias in the interview and hiring process.

3. Develop a performance review system which uses objective criteria, clear expectations, is
evidence based, and constructive. Behavioral descriptions and competencies should be
reviewed for bias.

4. Provide leadership training for managers at all levels on fair, objective appraisal.

5. Ensure clarity in career pathways so everyone knows what they need to do to progress and
provide mechanisms to request specific feedback/guidance.

6. Review promotions by “batches” and ensure proportional representation of underrepresented
groups

7. Establish Employee Resource Groups based off the Allies Safe Zone Program.

Gender Intersection
Between 6%-20% of the population

While in non-management positions, women make up 41% of the workforce, they only occupy 18% of
top management/executive and senior level management. When you look even closer, only 2% of
senior leadership are women of color. In the more than 100 years of history, ODF has never had a
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State Forester who was a woman. Additionally, there are no people who identify outside the gender
binary in any position of leadership within ODF.

This group is lagging behind in career support, belonging, behavioral accountability, equal
opportunity, and visible DEI leadership.

2023-2025 Actions:

1. Create a formal mentor and sponsorship program to prioritize creating measurable change
towards equitable outcomes utilizes key factors to create an effective formal mentoring
program.

a. an assessment for skills and development needs

b. mentors and mentees matched based on skills/development needs
c. well-defined roles and formal goals are created and tracked

d. designated minimum time commitments

e. process in place for monitoring the relationship and check-ins

f. accountability for both mentor and mentee

g. connected to business strategy and linked to career outcomes

2. Establish employee resource groups based off the Allies Safe Zone Program.

3. ODF will begin supporting management by providing experiential training to build skills and
establish norms and guidelines that foster trust and honest dialogue.

Job Level
6% of the population

For an organization to have a clear and supported succession plan, it needs to invest in their future
leaders. When lower levels of management feel burnt out, unsupported and like they are not being
heard, they will leave the agency. Additionally, when managers feel burnt out, they are not able to do
their best work - which impacts the rest of the agency. According to Gallup polls, among engaged
employees, 30% are looking for new work or watching for openings, yet that goes up to 50% among
non-engaged and 74% among actively disengaged employees. A toxic culture is often why people
leave and has even been identified as ten times more important than pay in predicting turnover.

This group is lagging behind in equal opportunity, work-life effectiveness, managing relationships, and
visible DEI leadership.

2023-2025 Actions:

1. Leaders need to act as visible role models in utilizing the policies that support work-life
effectiveness, to remove the stigma and create safety around creating healthy boundaries
between work and home: walk the talk.

2. Normalize vulnerability related to work.

Age

15% of the population

Millennials (1981-1996) are the largest percentage of the ODF workforce, at 41.2%. Within that
range, 36-39 year olds are entering a specific phase of being a “sandwich generation.” Many of them
are starting to take care of aging parents while raising their own children. This causes additional

stress on work-life effectiveness and when there are high demands in both — typically, something has
to fall to the wayside. It is worth noting, millennials are leaving the state at the second-highest rate,
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after Generation Z. Between May 1, 2022 and October 21, 2022, 30% of employees who left ODF
were categorized as millennials. That is as much as baby boomers and Generation X combined.

This group is lagging behind in work-life effectiveness, visible DEI leadership, belonging, and equal
opportunity.

2023-2025 Actions:

1. Leaders need to act as visible role models in utilizing the policies that support work-life
effectiveness, to remove the stigma and create safety around creating healthy boundaries
between work and home: walk the talk.

2. Normalize vulnerability related to work.

Governor’s Executive Order No. 22-11 #2-f

“Track, evaluate, and measure trends in agency discrimination and/or harassment claims, reporting
data and findings in the subsequent biennial Affirmative Action Plan/Statement Affirmative Action
Statements are prescribed for agencies with ten or fewer FTE;”

2023-2025 Actions:

1. ODF will develop a system for tracking, evaluating, and measuring trends in discrimination
and/or harassment claims. These will include formal complaints through HR and union
representation, legal actions, and other relevant information. This system will be transparent
and accessible to all staff and findings will be reported out.

2. ODF will collect data to establish a baseline which can allow appropriate goal setting for a
reduction of claims.

Governor’'s Executive Order No. 22-11 #2-g
“Work to improve implementation of the agency's affirmative action plan using professional
development, performance assessments, and/or performance evaluations;”

2023-2025 Actions:

1. ODF will develop and implement a training metric for all staff to increase their professional
development around DEI topics.

2. Performance evaluations will be standardized so they are clear, equitable, and measurable.

3. Expectations around evaluations will be clearly communicated to management and ODF will
develop a system to ensure fair and equitable evaluations.

4. Any bias or discrimination found in patters of evaluations will be identified and rectified.

Governor’s Executive Order No. 22-11 #3

“‘Under ORS 6594.012, state agencies are "required to include in the evaluation of all management
personnel the manager's or supervisor's effectiveness in achieving affirmative action objectives as a
key consideration of the manager's or supervisor's performance.”

2023-2025 Actions:

1. A clear, equitable, and measurable evaluation for management will be developed. This will
allow a clear understanding of the expectations of management around the Affirmative Action
plan, and clearly identify the areas of strength and areas of growth.

2. This system will be clearly communicated to management as some of their expectations may
change.
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Oregon Department of
Forestry - Salem Structure

Appendix A

OF FORESTRY

OREGON BOARD

v

Regional Forest Practices Advisory Committees (3)
Forest Trust Land Advisory Committee
Emergency Fire Cost Committee
Committee for Family Forestlands
Forest Resource Trust Advisory Committee

OREGON DEPARTMENT OF FORESTRY
2600 State Street, Salem, OR 97310

(503) 945-7200

www.oregon.gov/odf

Agency Organizational Chart

Salem Structure

Area Directors

v

Jessica Butler (503) 945-7206
Chief Audit Executive
Internal Audit Services
Assurance, Consulting, and
Inve stigative Services

Cal Mukumoto
(503) 945-7429

State Forester

Esmeralda Boies (503) 945-7429

Executive Assistant (LD)

» Tanya Crane

Administrative Consultant (Temp)

OPERATIONAL BRANCH

.

Kyle Abraham (503) 586-6527

Vacant (503) -xxx-xxxx

A

y

PLANNING BRANCH

James Short (503) 302-8478

A 4

Asst. Deputy Director

Ryan Gordon (503) 779-5278

for Administration

Budget Development and Analysis

(see reverse) Deputy State Forester/ Deputy Director for
Director for Operations Administration
' 3 1
Triclay 5;3;;',':,‘;," 5\3221;2?-3704 Mike Shaw (508) 945-7204 Mike Wilson (503) 945-7351 Josh Barnard (503) 551-8568
Human Resources Interim Division Chief Division Chief Division Chief

Personnel, Safety, Training, Wellness

Fire Protection Division

State Forests Division

Forest Resources Division

Brent Grimsrud (503) 400-5646
Information Technology

Hil Deputy Chief

Ron Graham (971) 718-6862

Operations

Ron Zilli (503) 945-7345
B Deputy Chief
Planning and Coordination

> Deputy Chief

Nick Hennemann (503) 983-5738

FPA and Monitoring

Brad Shimatsu (971) 273-9332
IT Operations
Tech Support

Vacant (503) 945-7659
GiS & Application Development
System Design and Programming,
GIS/Graphic Services

o Deputy Chief

D. Chris Stewart (503) 302-3018

Facilities Capital Management

Construction, Facilities Planning,
Property Control, Distribu tion/Mail

Brian Quigley
(503) 945-7312 / FAX (503) 945-7320
Motor Pool Manager
Motor Pool
2600 Lee Street
Salem, OR 97310

Nancy Hirsch
{503) 8815255

Oregon Forestland Protection
Fund Administrator

Blake Ellis (503) 910-2353
Fire Operations Mgr
Fire Operations
Aviation, Dispatch,
Fire Cache, Training

Tim Holschbach (503) 480-9756

Policy and Planning

Levi Hopkins (503) 949-3572
Fire Prevention/Policy Manager
Fire Prevention, Inve stigation
and Cost Recovery, Policy

Stacy McCarter (503) 701-0236
Mitigation Manager
Smoke Management,

Meteorology, National Fire Plan

Colleen Kiser (503) 815-7042
Planning Unit Manager
Planning Unit, Biologists

Scott Swearingen (503) 945-7473
Field Support

Adam Coble (503) 945-7317
and Forest Health

Forestry Org Chart - Salem and Field vsd/Jaz A (Visio)

Revised 1/15/2023

Vacant (503) 945-7374
g Deputy Chief
Policy

Kevin Boyd (503) 945-7352
Asset Management
Legal Issues, Business Mgt.,
Land Exchanges
Log Accountability
Vacant
(503) 945-7374
Resources Support Unit
Forest Inventory, GIS,
Timber Sale Tracking,
Silviculture, Wildlife,
Engineering

Emily Shook (503) 945-7363
Administration

= All Lands

Vacant
1. E. Schroeder
Seed Orchard Manager

Program Director
Planning Branch

Vacant
Program Manager
Budget Management Program
Budget Development and Execution

Shannon Rand (971) 283-1135
Contract Services
Procurement, Contracting

Stacey Chase (503) 870-8064
Financial Services
General Ledger, Revenues,
Disbursements, and Payroll

John Tokarczyk (503) 945-7414
Resources Planning

Nathan Beckman (503) 383-5306
Strategic Planning

Derek Gasperini (971) 283-6642
$B 762 Project Management

Hilary Olivos-Rood (503) 945-7210
Board Administration

Mike Kroon (503) 4004815
Deputy Chief

Landowner Assistance

Federal Forest Restoration
Program

Grants and Agreements

Jeff Burns (503) 945-7346
SB 762 Project Manager

Stephanie Mitchell (503) 945-XXXX
Supervising Executive Assistant

Executive Admin Support
Chrystal Bader (503) 983-6559
Samantha Hoffman (503) 945-7421

Joy Krawczyk (503) 9104311
Program Manager
Public Affairs
Information, Citizen
Participation, Education

Forest History Center
(503) 945-7208 / FAX (503) 945-7212
Alan Maul, Coordinator

Sabrina Perez (503) 945-7311
Senior Strategy Manager
Admin Modernization Program
Process Improvement Initiatives

Oregon Department of Forestry
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Oregon Department of Forestry -
Field Structure

NORTHWEST OREGON AREA
Andy White, Area Director
Area Office
801 Gales Creek Road
Forest Grove, Oregon 97116-1199
(503) 359-7496 * FAX (503) 359-9514

v

Forest Grove District
Mike Cafferata
District Forester
801 Gales Creek Road
Forest Grove, Oregon 97116-1199
(503) 357-2191 * FAX (503) 357-4548

South Fork Camp
Dave Luttrell
Camp Manager
48300 Wilson River Highway
Tillamook, Oregon 97141-2999
(503) 842-8439 FAX (503) 842-6572

Tillamook District
Kate Skinner
District Forester
5005 Third Street
Tillamook, Oregon 97141-2999
(503) 842-2545 FAX (503) 842-3143

Tillamook Forest Center
Denise Berkshire
interim Center Director
45500 Wilson River Hwy.
Tillamook, OR 97141
(503) 815-6800 FAX (503) 842-2663

v

Astoria District
Dan Goody
District Forester
92219 Hwy 202
Astoria, Oregon 97103
(503) 325-5451 FAX (503) 325-2756

North Cascade District
Steve Wilson
District Forester
22965 North Fork Road SE
Lyons, OR 97358
(503) 859-2151 FAX (503) 859-2158

West Oregon District
Michael Curran
District Forester
24533 Alsea Hwy.
Philomath, Oregon 97370-9112
(541) 929-3266 FAX (541) 929-5549

* Designated activities in Fire Protection Program

Forestry Org Chart - Salem and Field.vsd/Jaz A (Visio)

Revised 6/30/2022

. GF 0--0-0-000
Appendix A
Kyle Abraham (503) 945-7482 i
DEPUTY DIRECTOR OF OPERATIONS Fleld StrUCture
v v

SOUTHERN OREGON AREA
Dave Larson, Area Director
Area Office
1758 N.E. Airport Road
Roseburg, Oregon 97470-1499
(541) 440-3412 * FAX (541) 440-3419

v v
Southwest Oregon District *Douglas Forest Protection Association
Tyler McCarty Pat Skrip

District Forester
5286 Table Rock Road
Central Point, Oregon 97502
(541) 664-3328 FAX (541) 776-6260

*Coos Forest Protective Association
Mike Robison
District Manager
63612 Fifth Road
Coos Bay, Oregon 97420
(541) 267-3161 FAX (541) 269-2027

District Manager
1758 NE Airport Road
Roseburg, Oregon 97470-1499
(541) 672-6507 FAX (541) 440-3424

Western Lane District
Ole Buch
District Forester
87950 Territorial Highway
Veneta, Oregon 97487-0157
(541) 935-2283 FAX (541) 935-0731

South Cascade District
Chris Cline
District Forester
3150 Main Street
Springfield, Oregon 97478
(541) 726-3588 FAX (541) 726-2501

EASTERN OREGON AREA
Brian Pew, Area Director
Area Office
3501 E. 3rd Street
P.O. Box 670
Prineville, Oregon 97754
(541) 447-5658 * FAX (541) 447-1469

Oregon Department of Forestry

Page 31

Northeast Oregon District
Matt Howard
District Forester
611 20th Street
LaGrande, Oregon 97850
(541) 963-3168 FAX 962-1058

Central Oregon District
Rob Pentzer
Interim District Forester
3501 E. 3rd Street
P.O. Box 670
Prineville, Oregon 97754
(541) 447-5658 FAX (541) 447-1469

Klamath-Lake District
Dennis Lee
District Forester
3200 Delap Road
Klamath Falls, Oregon 97601
(541) 883-5681 FAX (541) 883-5555

*Walker Range Patrol
Association
R.D. Buell
District Supervisor
P.O. Box 665
Gilchrist, Oregon 97737
(541) 433-2451 FAX (541) 433-2215
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Appendix B

Recruitment and Hiring Process
--
--
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Administrative Branch
Human Resources Program —

PANEL MEMBER NAME

FOR THE SELECTION OF (classification or position)

INTERVIEW DATES

While serving in this capacity, you will interview___ candidates. The process includes panelists
asking questions, listening and interpreting responses, evaluating the candidate’s performance in
the interview, and discussing the strengths and needs of each candidate with the other panel
members. Upon accepting this assignment, you are expected to keep all information gained
during the process confidential. As a panel member, you are not to search the social media sites
or perform outside research on the candidates. In order to ensure the integrity of the interview
and selection process, we are asking potential panel members to evaluate their professional and
personal relationships with the candidates. If those relationships influence your objectivity in the
process, we ask that you withdraw from the panel. If you have questions about your involvement
in the interview process, please contact your recruiter Christopher Fisher or Kathie Brostrom.

Attached is a list of the candidates.

| have reviewed the list of candidates and have elected below:

Yes, | am able to participate on the panel as scheduled above. | agree to the terms and
conditions of the assignment and understand | am to keep the process and candidates
confidential.

Signature of Panelist Date

______Sorry, based on my professional and personal relationship with one or more of the
candidates, | am unable to participate on the panel as scheduled above. | agree to keep all
names that are interviewing for this position confidential, and | will not share any information
regarding the candidates.

Signature of Panelist Date
Please return this form to no later than three days prior to the interviews so the

panel membership can be finalized.

NOTE: This document is an official document and must be retained with all other

documents related to the recruitment and selection process.
REQ Number: Hiring Manager:
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Appendix C

DEI Survey Results
At Risk groups of focus.

Degree of Gap:
B small

Mo Promotion

Gender Intersection

Job Level

Age

B Medium

LGBTOH/PNTS
with Mo
Promotion

Women with
Mo Premotion

Waornen with
20-44 years old

Wormen of
Color

Top
Management/
Sr Level
Women

NWiSeed
Women

Management
non-
supervisory

36-39 years old

B Large

% of
Pop.

5%

14%

6%

5%

2%

7%

6%

15%

B Very Large

Equal Opportunity
Career Support
Visible DEI Leadership
Behavioral Accountab.

Equal Opportunity
Career Support
Behavioral Accountab.
Visible DEI Leadership

Career Support
Belonging

Behavioral Accountab.
Equal Opportunity

Behavioral Accountab.
Career Support

Belonging
Visible DEI Leadership

Behavioral Accountab,
Belonging

Career Support
Visible DE| Leadership

Behavioral Accountab.
Belonging

Equal Opportunity
Visible DEI Leadership

Equal Opportunity
Work-life Effectiveness
Manag. Relationships
Visible DEI Leadership

Work-life Effectiveness
Visible DEI Leadership
Balonging

Equal Opportunity

Performance
Indicators
Impacted

B Innowvation
B Engagement
B Retention

B Engagement
B Innovation
B Retention

B Engagement
B Innovation
B Retention

B Innovation
B Retention
B Engagement

B Engagement
B innovation
B Retention

B Engagement
B Innovation
B Retention

B Retention
B Innovation

B Retention
B Innavation
B Engagement

Prioritized Actions

Build objective selection criteria,
fairness in job progression, and redu-
ce favoritism to minimize affinity blas.
Manttnr the patterns nfuutccmes

phlc gmup to assess the equity of
and fairness of career opportunity.

Provide maore intentional focus on
capability-bullding of pxperienced]

clear career path guidance,
and programs with structured career
supports.

To ensure a workplace that warks for
everyong, there needs to be much
greater clarity in what is and is not
acceptable workplace behavior and
everyone, regardless of level, needs
to be held acmuntahle

Encourage

about differences and a culture
where thase from the dominant
graups can speak up to hold each
other accountable for non-inclusive
comments, “jokes", and behavior,

Build
programs Lo support career growth
of high potentials.

Promote more effective [yoriclifd
utilization, role modeled by leaders
so that employees are not stressed
trying to conform to work patterns
that aren’t sustainable for them,

Oregon Department of Forestry

Page 34

Affirmative Action Report 2023-2025



Appendix D

Oregon Department of Forestry

External Leadership Development Program Matrix

Program |What IWho IPrerequisite IWhere When |Commitment Contact
For Aspiring Leaders
Paul Egbert,
ASCENT IndiVAidual $3,690. Two-day ASCENT
Transform contributors Non-supervisory Application sessions from Consultant at
ational A statewide leadership development (non- ) staff, leadership Chemeketa |open January — 971-707-1131,
Leadership program aimed at developing leadership Supf:r'vlsory) & aspirations, program |Community |September 1-  |September and
Program skills that are necessary to stimulate, aspiring allgnm.ent & College, 30, 2022. 10-20 hours of work Paul. EGBERT@
(TLP) refine and transform our workplace. leaders. Supervisor approval. |Salem, OR. outside of class per  |ascent.oregon.go
month. v
REAL Oregon [REAL Oregon is an annual leadership |[Aspiring Non-supervisory [Various |Application Full tuition cost for greg’u_addixwmnc
aurcey[ind professional development program {800 SLent B et Ssessions 12,2023 - program e
3 5 i) . . . .
Aglllf:al(;);:':l:lip ;g?iti\?i)((ill)l(ﬁ:?ri)?lzogiétgrzl’zr;gfural public service alignment & Klamath Falls g?’g;g’ggon ISOVEr  REAL website.
Program " . . Supervisor approval |[Roseburg »UU0.0U per
resource communities to the diversity Newport person. REAL
of Oregon’s geography. Boardman Oregon Program
Salem sponsors contribute
*Participants must attend all 5 classes. more than half of
this cost. Class 6
Participants are
asked to secure
$2,000 personally,
through employers
or other sponsors.
$390 per 20-hour
Willamette module (considered
University one of eight
Certificate in modules). At least
Public Register 6-8 one module (total of | Sue Wilson at
Management (A series of leadership modules for Aspiring weeks prior to |8 modules; all 8= 1503-370-6791
(CPM) developing skills to act boldly and leaders/ current Willamette |monthly modules | CPM). Modules and
ethically in response to a constantly managers in  |Public Employee & |University, |offered. Year taught on a monthly |/ ww.willa
changing public environment. public service. |Supervisor approval. [Salem, OR. |round program. [basis of 272 days. | etie edu/cpm
For Aspiring Managers
$3,600. Two-day Paul Egbert,
ASCENT IApplication open|sessions from ASCENT
Transform September 1-30, |january Consultant at
i ; ; 2022. September
ational A statewide leadership development Chemeketa p 971-707-1131,
Leadership |program aimed at developing leadership Management service | Community 10'2,0 hours of work and
Program skills that are necessary to stimulate, Managers and |& Supervisor College, x(:r(:i]t[}jf of class per Paul. EGBERT@
(TLP) refine and transform our workplace. Supervisors. approval. Salem, OR. ascent.oregon.go
v
For Aspiring Executives
Lucy Gardner,
Program
Coordinator at
Leadership |A statewide leadership development Apply no later 503-378-3205, or
Oregon program led by the Department of Management than visit
Administrative Services for developing Service/ Salary level November $3900. Two-day http://www.oreg
executive leadership strength in Oregon Executive 30 for larger 15. Annual sessions each month |on.gov/das/HR/P
State government. leaders. agencies. Salem, OR. |program. 2 for one calendar year. |ages/LO.aspx
daysa month.

Oregon Department of Forestry

Page 35

Affirmative Action Report 2023-2025



Jennifer Everett

Portland at 503-725-8259,
State $10,000 (or $3,820 |or visit
PSU Executive University. per case) plus travel, |Executive
Seminar Executive Case.study lodging and meals. | Sapinar
Program A program for natural resource (NR) leaders & IOC?UOHS in Three case studies, Proeram for
professionals for developing skills for Middle & Management various Apply no later |one Cap Stone ~
evaluating social/ economic/ political Senior-level Service/ Leadership | Western US| than August 15, |course, out of state Natural
values in NR policy development. managers. Interests. locations. 2022. Annual travel required. Resources |
program. Portland State
University
(pdx.edu)
A program for various organizations (e.g., Josh Metzler
PSU local, state, and federal government (Program
Certificate in agencies) that work regularly with tribal Portland Coordinator) 503
Tribal nations and native communities. To foster |Executive State Apply no later —725-5190, or
Relations understanding of tribal perspectives, leaders & University. |than December Certificate in
improve participant-tribal relationships, |Middle & Management Case study |1. Program $9,000. Seven in- | Tribal
and increase effectiveness when working | Senior-level  |Service/ Leadership |locations from December — |class sessions, plus  |Relations |
in Indian Country. managers. Interests. vary. August. three field trips. Portland State
University

(pdx.edu)

Note. The “External Leadership Development Program Matrix” reflects ET sponsored programs. Revised: 07.14.2022
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Appendix E

Affirmative Action Policies

State Policy Documentation
As per the Oregon State Governor’s Affirmative Action Office, please select the
following hyperlinks to view “State Policy Documentation.”

e ADA and Reasonable Accommodation Policy (Statewide Policy 50.020.10)

e Discrimination and Harassment Free Workplace (Statewide Policy 50.010.01)

e Veterans Preference in Employment (Statewide Policy 40-055-03)

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

e [Executive Order 17-11: Relating to Affirmative Action and Diversity and Inclusion

e Governor’s Executive Order 22-11: Relating to Affirmative Action, Equal
Employment Opportunity, Diversity, Equity, and Inclusion

Federal Policy Documentation
As per the Oregon State Governor’s Affirmative Action Office, please select the

following hyperlinks to view “Federal Documentation.”

https://www.ftc.gov/site-information/no-fear-act/protections-against-discrimination
https://www.eeoc.gov/genetic-information-discrimination

e Age Discrimination in Employment Act of 1967 (ADEA)

e Disability Discrimination Title | of the Americans with Disability Act of 1990

e Equal Pay and Compensation Discrimination Equal Pay Act of 1963, and Title VII of the
Civil Rights Act of 1964

e Genetic Information Discrimination Title Il of the Genetic Information Nondiscrimination
Act of 2009 (GINA)

¢ National Origin Discrimination Title VII of the Civil Rights Act of 1964

e Pregnancy Discrimination Title VIl of the Civil Rights Act of 1964

e Race/Color Discrimination Title VII of the Civil Rights Act of 1964

¢ Religious Discrimination Title VIl of the Civil Rights Act of 1964

o Retaliation Title VII of the Civil Agency Affirmative Action Policy

e Sex-Based Discrimination Title VII of the Civil Rights Act of 1964

e Sexual Harassment Title VIl of the Civil Rights Act of 1964

Agency Documentation in Support of Affirmative Action Plan
Please select the following hyperlink to view “Agency Documentation in Support of Affirmative
Action Plan.”

https://www.oregon.gov/ODF/Pages/Reports.aspx
e Executive Order 11246 (OFCCP regulations)
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Appendix F

Oregon’s Shared Stewardship Framework

OREGON

DRAFT

Strategic Leadership Group

* Upholds the 2019 Shared Stewardship MOU

* Provides direction and vision

* Executive -level decision making

* Provides resources to implemented shared stewardship and
the 20-year strategic plan

* Ensures accountability

A

A4

Scientific & Resource Assessment

* Provide scientifically based information to make resource
decisions
* Established iterative process

Agency Coordination & Implementation Group

* Honors and respects the 2019 Shared Stewardship MOU

* Coordinates implementation of the activities in the MOU

* Leads the development and implementation of the 20 -year
Strategic Plan

* Develops solutions to remove barriers

* Makes appropriate decisions and brings questions and
concerns to the Strategic Leadership Group

¢ Adjusts and updates the governance framework and 20 -year
strategy to meet current and expected needs

Oregon's Shared Stewardship Framework

ONRCS

Natured Ressurces Canservetion Service

i

A 4

Communications

Executes a multi -agency communication strategy
Provides clear, concise, and consistent messaging

State Stakeholder Engagement

* Advise on the development of the 20-Year strategy
* Identify state needs, barriers, solutions, and priorities
* State education and outreach efforts

* Provide advice, experience, and lessons learned

Regional Stakeholder Engagement
Advise on the development of the 20 -Year strategy
Identify regional needs, barriers, solutions, and priorities
Regional education and outreach efforts
Provide advice, experience, and lessons learned

Tribal Engagement

Advise on the development of the 20 -Year strategy
Identify tribal needs, barriers, solutions, and priorities
Education and outreach efforts

Provide advice, experience, and lessons learned

Oregon Department of Forestry
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