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employment.oregon.gov

State of Oregon
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Department

| am honored to share the Oregon Employment Department’s Affirmative Action
Plan for the 2023-2025 biennium. We have many successes to celebrate from the
2021-2023 biennium and much work still ahead of us. Our goals and strategies are
both ambitious and necessary for us to become an inclusive and anti-racist
organization, where every employee feels respected and their identity does not
determine their outcome.

Our agency values of respect, integrity, and community, as well as the State of
Oregon Diversity, Equity and Inclusion Action Plan, charge us to be determined
and creative in pushing this work forward, even as it requires examining and
changing our structures, policies, budget processes, and other systems. As a
result, our agency’s affirmative action and equity and inclusion work are rapidly
increasing in depth and breadth, and we are making bold and intentional
investments to support this critical body of work. | look forward to sharing our
future accomplishments as we move this work forward.

| would also like to thank the hundreds of agency employees whose feedback has
contributed to this plan. | am proud to work in community with all of you. Thank
you for all that you do for our state and your dedication to advancing equity,
inclusion, and affirmative action. | know that together, we are making incredible
progress in advancing our vision of an Oregon where meaningful work enables the
state’s diverse people and businesses to realize their full potential, creating
prosperity in every community.

David Gerstenfeld—
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VISION AND MISSION

The Oregon Employment Department envisions an Oregon where meaningful work enables the state’s diverse people and
businesses to realize their full potential, creating prosperity in every community.

The mission of the Oregon Employment Department is to support business and promote employment. We deliver our
services in more than 40 locations in Oregon and we accomplish our mission by:

+ Supporting Oregonians and communities during times of underemployment by providing unemployment benefits
and stabilizing economic forces.

+ Serving businesses by recruiting and referring the best-qualified applicants to jobs and providing resources to a
cross-section of job seekers in support of their employment needs.

+ Developing and distributing a quality workforce and economic information to promote informed decisions.

+ Providing paid family and medical leave insurance benefits that are accessible to all and help Oregon employers
and workers maintain quality of life, economic stability, and peace of mind.

PROGRAMS

We carry out our mission through our Paid Leave Oregon, Unemployment Insurance, Workforce and Economic Research,
and Workforce Operations programs. Our agency programs are guided and supported by Administrative Business Services,
Communications, Director’s Office, Equity and Inclusion, Human Resources, IT Services, and Modernization.

Paid Leave Oregon

We provide eligible individuals with paid time off from work to care for and bond with a child during the first year of the

child’s birth or arrival through adoption or foster care. This essential program also allows individuals to care for a family
member who has a serious health condition; to recover from an individual’s serious health condition; and to take leave
because of domestic violence, stalking, sexual assault, or harassment (safe leave).

Unemployment Insurance

We administer unemployment insurance benefits that provide temporary, partial wage replacement for workers who are
unemployed through no fault of their own. This income helps the displaced worker and helps stabilize the economy in local
communities that are experiencing high unemployment during economic downturns.

We also help businesses fill vacancies during economic downturns through our state and federal partners. Our partnership
with the U.S. Department of Labor allows us to administer unemployment insurance benefit programs, federal extensions,
and other specialized benefit programs. Our state partners allow us to help businesses preserve their trained workforce and
allow displaced workers to enter back into the workforce through these benefit programs.

Workforce and Economic Research

We collect, estimate, analyze, publish, and distribute employment-related economic information to a variety of customers
to help them make decisions. Oregon’s tribal governments are among the agency’s list of primary customers, as well as
private businesses, people who are unemployed or otherwise seeking jobs, state and local workforce boards, elected
officials and other policymakers, education and training entities, students, government agencies, and news media.
Information from the agency helps customers understand current and future workforce trends and economic conditions.
We regularly post economic and workforce information on Qualitylnfo.org.
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Workforce Operations

We help Oregon grow a robust economy by customizing local workforce services that help the community and solving
challenges of the workforce with recruitment, hiring, retention, promotion, and training. We also assist businesses in
securing federal tax credits and offset training costs for hiring specific populations such as people receiving public
assistance, people with disabilities, veterans, and those who have been unemployed longer than six months.

Through a collaborative, customer-centric service delivery model, we work with partner agencies and organizations to
assess and improve the job- readiness of candidates, including teaching them job-search skills and coaching them on
job-search strategies, options, and expectations. Our primary partners include regional and local training providers
(Workforce Innovation and Opportunity Act Title 1), Workforce and Talent Development Board, Local Workforce Development
Boards, Office of Workforce Investments (an interagency partnership between the Higher EducationCoordinating
Commission and the Oregon Employment Department), Department of Human Services’ Self-Sufficiency and Vocational
Rehabilitation programs, Commission for the Blind, Oregon’s 17 independent community colleges, and local economic
development organizations.

VALUES, OPERATING PRINCIPLES, AND STRATEGIC GOALS

The Oregon Employment Department’s values and ways of conducting business are crucial to the success of our programs
and the entire workforce system. The Oregon Employment Department commits to the following values in our work with
customers, partners, tribal governments, and other interested parties:

Integrity
We are trusted to keep our word, always acting with honesty and courage.

Respect
We value diverse perspectives, assume good intent, and act with compassion.

Community

We foster a sense of belonging for our employees, partners, and customers, creating positive impacts where we live
and work.

Our work is guided by the following operating principles:

+ We are conscientious stewards of public resources.

+ We are accountable for our actions and we admit when we are wrong.
+ We are inclusive and transparent in our decision-making.

+ We seek out and form effective alliances to address community needs.
+ We promote a positive, safe, and learning environment.

+ We work hard, and we're not afraid to laugh.
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Our strategic goals are to:
+ Continually advance our partnerships and systems to provide innovative services to Oregon’s diverse people
and businesses.
+ Engage with communities across the state to maximize awareness and use of public workforce resources.

+ Foster an inclusive and fair work environment where employees feel valued and supported in reaching their
full potential.

* Invite and retain talented, diverse people to help us exceed our customers’ expectations.

KEY AFFIRMATIVE ACTION CONTACTS:

David Gerstenfeld
Director

875 Union Street N.E.
Salem, Oregon 97311
503-947-1477

Teresa Rainey

Equity and Inclusion Director and
Affirmative Action Representative
875 Union Street N.E.

Salem, Oregon 97311
503-586-9240

Vince Porter

Economic Development and
Workforce Advisor, Office of
Governor Tina Kotek

900 Court Street N.E., 160 Salem,
Oregon 97301

503-378-8636

Eric Villegas

Universal Access Coordinator 875
Union Street N.E.

Salem, Oregon 97311
503-947-1794
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AFFIRMATIVE ACTION POLICY STATEMENT

We are committed to achieving a workforce that represents the diversity of Oregon’s communities and providing our
employees and customers with fair and equal employment opportunities. We strive to offer equal employment opportunities
to all applicants and employees by making non-discriminatory employment-related decisions. All of our employment
practices comply with the state’s Affirmative Action Guidelines and state and federal laws for all protected classes.

Protected classes under federal or state law include race; color; national origin; sex (includes pregnancy-related conditions);
religion; age (18 and older); physical or mental disability; marital status; family relationship; sexual orientation; gender
identity; whistleblower; expunged juvenile record; injured worker; a person who uses leave covered by the federal Family
and Medical Leave Act, Oregon Family Leave Act, or Paid Leave Oregon; a person who uses military leave; a person who
associates with a protected class; a person who opposes unlawful employment practices, files a complaint, or testifies about
violations or possible violations; and any other protected class as defined by federal or state law.

We will implement an affirmative action plan and make it widely known that equal employment opportunities are available
based on individual merit.

We will survey and analyze our workforce on an annual basis to determine what steps, if any, are needed to promote this
equal employment policy effectively and to redress prior discrimination, if any, by programs against protected groups.
We believe this annual survey will ensure nondiscrimination in all of our employment actions and create a supportive
environment for qualified workers of all backgrounds.

The objectives of this policy are to:

* Include and recognize the uniqueness of qualified people of all abilities and all protected groups in the agency and
all workplaces throughout Oregon.

+ Create an environment that fosters open communication about differences and empowers each individual to do
their best work in serving Oregonians and Oregon businesses.

+ Aim to hire, promote, and retain qualified members of protected groups in all job categories at rates that mirror the
larger workforce hiring rates.

+ Identify and remedy employment practices that treat employees differently or have negative impacts on members of
protected groups.

+ Engage outreach efforts to recruit and improve job retention for qualified members of protected groups, ensuring
the non-discriminatory promotion of jobs.

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

+ Ensure that our employees are not discriminating against one another, customers, partners, or other interested
parties.

+ Facilitate cultural intelligence of our employees to provide a supportive environment for qualified workers of all
backgrounds and to improve services to the diverse communities we serve.

You can find our affirmative action policy on our website, intranet, and in high-traffic areas at every agency worksite.

Oregon Employment Department | Affirmative Action Plan 2023-2025 | Support Business & Promote Employment | Page 6



AGENCY DIVERSITY AND INCLUSION STATEMENT

We foster fairness, equity, and inclusion to maintain a workplace environment where everyone is treated with respect and
dignity regardless of race, color, national origin, religion, sex, sexual orientation, gender identity, marital status, age, veteran
status, disability, or status as a victim of domestic violence, harassment, sexual assault, or stalking. This policy applies to
every aspect of our employment practices, including recruitment, hiring, retention, promotion, and training. Our goal is to

be an employer of choice for individuals of all backgrounds and to promote an inclusive workplace culture that encourages
diversity and allows employees to excel.

The agency’s diversity and inclusion statement is posted on the agency’s public website and in every posted recruitment.
The statement also is included in the all-staff emails sent by the agency’s Equity and Inclusion
Council and is the first paragraph of the council’s charter, which is posted on the agency intranet.

TRAINING, EDUCATION, AND DEVELOPMENT PLAN

The Oregon Employment Department provides a robust selection of required and optional training, education, and
development activities focused on equity, diversity, and inclusion for our employees and interns. The agency does not

host volunteers but provides access to agency trainings for contractors and vendors as needed. See the Required Diversity
Presentations, Training, or Activities and Optional Diversity Presentations, Training, or Activities sections for more details.

PROGRAMS

Internship Program

Although the agency does not have a formal internship program, individual managers may recruit interns from veterans’
programs, community colleges, tribes, and vocational rehabilitation. Interns may subsequently compete for and obtain
permanent, fulltime positions at the agency.

Mentorship Programs

As the agency does not have a formal mentorship program, establishing such a program is a goal for the 2021-2023
Affirmative Action Plan. More details are in the July 1, 2021 - June 30, 2023 Accomplishments and Progress section.

Community Outreach Programs

Our divisions conduct extensive community outreach to ensure our services are known and available to all Oregonians.
Below is information from each customer-facing division on their recent outreach work.

Workforce Operations

Our Workforce Operations Division engages with job seekers across the state at over 35 WorkSource centers to connect
them with potential employers, including our own hiring managers recruiting for agency positions. Our centers accept
walk-ins and also provide an online scheduling tool for both in-person and virtual appointments. Our website at
worksourceoregon.org has been professionally translated into 11 languages, following the agency’s Language Access
Procedure and Equity Framework. Our website is accessible in Spanish, Russian, Simplified Chinese, Traditional Chinese,
Amharic, Vietnamese, Somali, Farsi, Korean, Arabic, and Lao. Our centers employ a high number of bilingual employees
and are trained in working with customers with disabilities to ensure equitable access to our services.
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In Multnomah and Washington counties, WorkSource supports a multitude of business, adult, youth, and community
investments. We target services to low-income, underserved, Black, Indigenous, and other communities of color. This is in
alignment with the local workforce development boards’ strategies and initiatives. We collaborate with WorkSource partners
who receive Future Ready funding; partner with TriMet to enroll community members in the Low Income Fare Program;
reach out to the Allied Partner Network with over 20 community-based organizations, and play an active role in the
Economic Opportunity Program that serves the most vulnerable populations in the Portland area. We provide weekly
outreach to inmates at Inverness Multnomah County Jail where we provide re-entry employment workshops.

In Clackamas County, we are focused on increasing and maintaining community outreach efforts to all job seekers in the
county. Through community collaborations, we have developed engagement strategies and goals that ensure continuity in
services and overall economic growth in Clackamas County. We are focused on finding proactive and valuable employment
pathways that we can customize to meet individual needs. We are committed to improving equitable outcomes, closing
employment skill gaps, prioritizing underserved communities, increasing accessibility, and facilitating future connectivity
opportunities for our transitional services.

We are reaching out to our populations through mail, phone, and various social media platforms to promote services and
resources such as statewide employment grants, partner programs, agency programs, and hiring incentives with a focus on
those populations who are historically underrepresented. By using the filters in the iMatchSkills job match system, we can
target job openings specific to the eligibility and availability of the job seeker. Currently, the primary requests and needs from
job seekers continue to center around transportation, training, and employment resources with the majority of these needs
being resolved through the SNAP (Supplemental Nutrition Assistance Program) Training and Employment Program (STEP).

We also continue to intensify our collaborations with our current Workforce and Community Partner Networks to promote
and connect target communities with equitable employment opportunities, services, and resources through a warm
handoff referral process and encourage integrated one-on-one service interactions for current and future individualized
service delivery success.

Examples of target populations and community outreach partners and programs in Clackamas County:

+ Veteran services: employment resources, support services, education and training opportunities, and screening for
Disabled Veterans’

Outreach Program eligible case-management
- Partners and programs: SNAP Training and Employment Program; Regional Business Services;
Clackamas Community College; Veterans Village; Oxford House; Children, Family, & Community
Connections — Clackamas County

+ Re-entry services: employment resources, support services, and education and training opportunities for those
formerly incarcerated or in long-term recovery
- Partners and programs: Children and Family Community Connections of Clackamas County, Oxford
House, Bridges to Change, SNAP Training and Employment Program, Clean Slate Expungement Clinic,
Regional Business Services, Clackamas Community College

* Rapid response: supporting affected workers and businesses during reported layoffs
- Partners and programs: Trade Act, Unemployment Insurance Program, Clackamas Community College,
Regional Business Services, SNAP Training and Employment Program

+ Adult and dislocated worker programs: bolster support and communicate training grant funding of unemployed
dislocated workers
- Partners and programs: SNAP Training and Employment Program, Trade Act, Regional Business
Services, Migrant Seasonal Farmworker outreach, Clackamas Community College
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* Youth and young adults: workforce training and work experience opportunities
- Partners and programs: C-Tech, Job Corp., Clackamas Scholars, Oregon Bureau of Labor and Industries
Apprenticeships, Oregon Tradeswomen, Regional Business Services

+ Tribal employment assistance
- Confederated Tribes of Grand Ronde, Portland office

In Josephine and Jackson counties, our goal is to reach diverse populations in our community outreach efforts, and we
use a variety of platforms to communicate with our target populations of veterans, Latino/a/x populations including youth
and older workers, SNAP and Temporary Assistance for Needy Families (TANF recipients, people living in rural areas,
and people who have low incomes.

We distribute information through social media, including sharing posts with community groups to expand our reach.
We also have multiple email distribution lists to send information to community partners and job seekers. We also advertise
our outreach events through the Grants Pass and Medford Chambers, and we post special news to their websites.

Our Workforce Development Board has additional social media platforms, including Facebook, Instagram, and YouTube.
We share news, events, and information as well as success stories and employer testimonials. They also have a webpage
targeted to job seekers that focuses on underserved sectors, outreach events, success stories, and career planning tools
and an employer webpage with a corresponding LinkedIn group, Rogue Business Connections.

We also have access to the state bulk email distribution system, GovDelivery, with a database of approximately 1,100 job
seekers we use to send out information on special events and special training opportunities. We also publish a monthly
calendar in English and Spanish to display in our office and share with partners and community-based organizations.

In terms of specific outreach tactics, our Migrant Seasonal Farmworker representatives distribute information about our
services to businesses with a high proportion of Hispanic and Latino/a/x visitors including churches, laundromats, stores,
and private businesses. We hold a monthly Latino/a/x workgroup that includes all of our bilingual staff, community partners,
and workforce board to identify partnership opportunities and outreach strategies. We are working with Unete to facilitate
focus groups with different Latino/a/x populations to get their feedback on needs, access challenges, and interests.

We also participate in events for individuals in recovery, including the Josephine County Recovery Fair. We work with justice
involved organizations such as Recovery Café, Golden Rule, etc. and are scheduled to host an employment workshop

at Josephine County targeting justice-involved Oregonians. Our staff are preparing to spend at least half a day with local
probation and parole services to assist individuals transitioning back to our communities. Our Disabled Veterans’ Outreach
Program staff also participate in Veteran service events such as Stand-downs and provide services at Veterans Affairs
centers. Other community events we participate in include the Careers in Gear Annual Event, Multi-Cultural Fair, and
Juneteenth celebrations.

We also work closely with our highschools, Unete, and Rogue Community College to reach the young adults, graduating
seniors, and educators to share our resources and information. We have school superintendents on our workforce board
and coordinate with them regularly on career pathways and getting students registered for our services.

In Klamath County, our outreach teams including those from our Disabled Veterans’ Outreach Program and our Migrant
Seasonal Farmworker outreach workers, are reaching out to Klamath Community College, the county jail, Oregon Tech, and
the Klamath Tribes. In Deschutes County, we have established open office hours in our Prineville office one day a week to
reach more rural Oregonians and plan to do more outreach in Bend, Redmond, LaPine, and Madras. We also place flyers
in the local Oregon Department of Human Services (ODHS) offices and participate in their staff meetings to increase our
reach. Our bilingual employees attended an event with the Mexican consulate to share information about our services.
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In Wasco County, we have been unable to engage in meaningful community outreach due to limited agency staffing for the
past several months. Once fully staffed, we plan to participate in a community outreach effort for the South Wasco Connect.
We will be targeting job seekers, students, and learners exploring next steps. We will be part of a panel discussion to
present our available resources such as financial assistance and training. We will also have a booth for open-ended
discussions, networking, and exploring opportunities. Our Migrant Seasonal Farmworker representative will be joining us

to connect with migrant workers.

We are also reaching out to our partners Columbia Gorge Community College and Oregon Commission for the Blind. Our
goal is to connect locally and regionally by going to communities where it may be difficult for students and residents to ac-
cess economic and learning opportunities. We plan to survey rural community members and use their feedback to improve
our services.

In Marion, Polk, Yamhill, and Linn counties, we have ongoing outreach based on specific programs’ staff support.

We are focusing on outreach to job seekers that otherwise have a barrier in connecting with our services, either by
attending in-person or through a virtual appointment. For example, our Migrant Seasonal Farmworker representatives
connect with migrant and seasonal farmworkers in places these workers work, live, and gather. Our representatives are
required to be bilingual in Spanish, the language identified as most spoken in Oregon’s farm and agriculture community.
Our representatives provide materials in both English and Spanish and connect with language interpretation services
when necessary. They work with an extensive partner network to connect workers to services including, but not limited to,
food boxes, housing, legal aid, and medical assistance.

Our Disabled Veterans’ Outreach Program representatives also provide outreach to veterans through networking and
events such as Veterans Stand Downs. We have started our outreach efforts in Yamhill and Linn counties with agencies
housing individuals and families who are experiencing houselessness. This is a coordinated effort with local community
action agencies. Our team members are providing an overview of our services and encouraging attendees to come to the
center. We are exploring partnering with local libraries to join the public in their community spaces. We are also planning
a recurring orientation to our services with correctional facilities in Marion County and juvenile detention centers in

Linn County.

Unemployment Insurance Program

The Oregon Employment Department is establishing an Equitable Access to Unemployment Insurance Unit to build
relationships with Oregon’s historically underserved communities, better understand access barriers faced by these
communities, and promote equitable access to Unemployment Insurance Program services. This will build on our equity
projects throughout the past biennium, such as professionally translating the division’s website at unemployment.oregon.gov
into the following 15 languages: Spanish, Simplified Chinese, Russian, Vietnamese, Romanian, Hmong, Khmer, Mien,
Korean, Arabic, Farsi, Chuukese, Marshallese, Lao, and Somali. We are also contracting with multiple community-based
organizations to conduct outreach in high-barrier communities.

The new Equitable Access to Unemployment Insurance Unit will focus on Native American, Black, African, African
American, Latino/a/x, Hispanic, Asian, Pacific Islander, immigrant, refugee, asylum-seeker, linguistically diverse,
economically disadvantaged, people with disabilities, LGBTQIA2S+, and farm and agriculture communities. The team will
use the Governor’s 2021 State of Oregon Diversity, Equity and Inclusion Action Plan, available unemployment insurance
demographic data on potentially underserved populations, and recommendations from the agency’s Equity and Inclusion
Council and Equity and Inclusion Office to determine the focus of initial customer outreach efforts.

The unit will conduct outreach over an 18-month period in underserved communities throughout Oregon’s nine workforce
regions. They will partner with other state agencies working in underserved communities to leverage established relationships
for outreach opportunities to increase underserved communities’ knowledge of the unemployment system. The unit will also
provide one-on-one guidance to help underserved communities navigate the unemployment insurance system. The unit will
work with partner agencies to promote the use of the one-on-one guidance at outreach events. They will consider additional
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barriers such as internet access when creating outreach tools to address the needs of people with disabilities or those who
face a language barrier. The unit will tailor new outreach strategies to engage these communities and will use outside
marketing consultants to help determine the best social media campaigns, marketing, and other avenues to reach
underserved communities. Outreach events will be conducted in person and virtually.

The Equitable Access to Unemployment Insurance Unit will also compile qualitative and quantitative data in order to better
identify, understand, and resolve access barriers. The findings will help the group focus on reducing systemic inequity.

Our economists will conduct a historical analysis of unemployment insurance participation rates in underserved communities,
identify program participation rates, and measure the effects of future outreach efforts. The agency will use the initial data
analysis to establish a foundation for periodic analysis of participation rates in underserved communities. The new unit will
work with the agency’s Workforce and Economic Research Division to identify new methods for gathering demographic
data to understand and resolve barriers to the unemployment insurance system to increase participation within underserved
populations.

The data analysis will also help determine if the agency has correctly identified underserved communities and if those
communities would benefit from future outreach efforts. The effort will also inform future policy decisions and ensure our
programs are compliant with the law. Through this project, we will create reliable metrics to identify recipiency rates in
underserved communities, measure the impact of internal processes on underserved communities, and create methods to
engage underserved communities to increase participation in the Unemployment Insurance program.

Paid Leave Oregon

In 2022, Paid Leave Oregon crafted a mission and vision in collaboration with staff and partners, including Oregon
businesses and workers. Our mission is to provide people who work, own businesses, or run organizations in Oregon easy
access to paid leave benefits so they have the support, resources, and peace of mind when it matters most. The vision of
Paid Leave Oregon is a future Oregon where individuals, employers, and families - of every kind - have the time and
support they need to care for themselves and their loved ones during life’s most important moments.

Paid Leave Oregon is committed to putting equity at the forefront of the program. In alignment with the mission and vision,
Paid Leave Oregon commits to providing support, time, and easy access to paid leave benefits regardless of race, ethnicity,
gender, disability, language, or technology proficiency. Paid Leave Oregon is a statewide program, with a direct impact on

a wide range of communities throughout the state. Paid Leave Oregon impacts every employee in Oregon and all Oregon
employers, which means the program impacts people in rural and urban areas, as well as all racial and ethnic
demographics, which also intersects disability, employment, and income.

Paid Leave Oregon is committed to transparency and accountability. Our program goal is to have resources available in
written form in @ minimum of five languages, and most materials are available in 12 languages. Paid Leave Oregon benefits
all employers and employees but focuses on traditionally marginalized communities, including those facing generational
poverty and those who have not been able to access paid time off previously. For example, national data show that paid
leave benefits improve family well- being, which includes improved child health, improved mental health, and financial
stability. It also shows that that Hispanic workers and non-Hispanic Black workers are less likely to have access to paid
family and medical leave than are non-Hispanic White workers.

Paid Leave Oregon strives to ensure that as we build this program, we provide universal and equitable access. We made
proposed budget shifts for the 2023-25 agency request budget based on input we heard during our community engagement
sessions:

* Increased bilingual and bicultural staff as well as diversifying the geographic representation of staff. This includes
dedicating full-time employees for language access, translation, transcreation, and customer service in the native
language of our customers as well as understanding a variety of cultures, which reduces budget reliance
on vendors.
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+ Lowering costs associated with outreach by using virtual meetings to connect with people in a safe and trusted
place and at times that work for their schedules. We use trusted community partners and alternate formats to allow
us to stretch our resources and lower costs.

* Increasing the budget to match our engagement efforts. This includes developing small, non-competitive
agreements with community-based organizations to connect with historically underrepresented groups. Agreements
will include food, childcare, interpreters, and staff time considerations.

+ These costs will be added to the annual budget.

Paid Leave Oregon also responds to the needs of customers who request alternate formats such as materials in larger print
or materials in languages outside of the standard 12 provided. The program delivers information through media outlets and
multiple formats in order to reach a wide range of communities, with a trauma-informed, person-centered approach.

This approach is significant for individuals who have experienced any level of trauma due to marginalization, violence, post-
traumatic stress, and other structural factors. The program is also working with a vendor to help ensure messaging is
delivered in plain language on the website, posters, and any other formats used for this purpose. A new website with
content in 12 transcreated languages has a planned launch for winter 2022-2023.

Our hope is the processes we are currently enacting will help mitigate some of these structural barriers, and the measures
we are creating will help measure success and identify barriers. The Paid Leave Oregon outreach and engagement team,
currently a team of seven, began presentations for employers and employees in Oregon in June of 2022 with weekly
Community Conversations about Paid Leave Oregon in English and Spanish, with American Sign Language (ASL)
interpretation. These events, currently held three times a week and in conjunction with a monthly bulletin led by our
Communications team, have elicited presentation requests from a wide variety of constituents. We have currently
connected with over 2,500 participants. We make sure to schedule events on evenings and weekends to reduce barriers
to Oregonians who work daytime hours.

The outreach and engagement team is geographically diverse, with staff in the Mid-Willamette Valley, Tri-County, Central
Oregon (Redmond), Eastern Oregon (Hermiston and Ontario), and Southern Oregon (Klamath Falls). Half of the staff are
bilingual in English and Spanish.

Our team utilizes a variety of strategies and tactics to outreach to the community, including offering presentations, town
halls, recorded videos, meetings, and other virtual or in-person formats in multiple languages. We also have vendor tables
at outreach fairs, cultural celebrations, back-to- school events, awareness month events, and conferences.

In addition to reaching out to businesses, labor unions, and other constituents, our outreach and engagement efforts are
focused on investing in relationships with particular attention to disability, income, race, ethnicity, culture, gender, gender
identity, employment status, education level, geographic location, access to technology, and justice system involvement.
Our engagement strategy involves warm handoffs with trusted partners, followed by virtual or in-person meetings,
presentations, town- halls, and community gatherings.

Audiences include all of the following plus others.

+ Employers

+ Employees

* Independent contractors

+ Self-employed individuals

+ Tribal governments

+ Local and state government
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+ Unions

* Nonprofits

* Professional associations

+ Chambers of commerce

* Black, indigenous, and people of color

* Immigrants and refugees

+ Women

+ LGBTQIA2S+

+ Culturally specific and culturally responsive service providers

+ Farm and agricultural workers

+ Sex workers and people in the adult entertainment industry

+ People experiencing or at risk of houselessness

+ Sexual assault, domestic violence, harassment, and stalking prevention and intervention service providers
+ Child abuse prevention and intervention service providers

+ Elder abuse prevention and intervention service providers

+ People with disabilities, including disability organizations and advocacy groups
+ People experiencing mental health concerns or addiction

* K-12 and higher education

+ Healthcare (community health workers, promotoras, sexual assault nurse examiners, clinics, applications
assistants)

+ Oregon Forest Resources Institute

* Oregon Farm Bureau

* Oregon Forest & Industries Council

+ Senior and Disability Services (by county or region)
+ Small Business Development Center Network
+ Oregon Economic Development Association

+ Oregon Business Council

+ Faith-based groups or religious minority groups
+ Veterans

* Rural Communities

+ Media

* Legislature

Modernization

Modernization has been primarily focused on employers who use the Oregon Employment Department systems to file their
combined payroll reports. Our team sought input from a cross-section of employers representing small and women-owned
businesses, tribal governments, large employers, third-party administrators, our partner agencies, and various advisory
groups to inform Frances Online, our new technology system serving the public for the Unemployment Insurance and Paid
Leave Oregon programs.
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The second phase of our team’s project is focused on building the paid leave and unemployment insurance benefits sys-
tems. Our teams are working with partner agencies and community organizations who are historically underserved and
underrepresented to gather their input and recommendations. As a team, Modernization is committed to actively promoting,
supporting, and expanding equity conversations and action individually in our daily engagements, within our team, and in
our work across the agency.

In our team’s engagement with interested parties, Modernization has worked to invite feedback from groups representing

a variety of perspectives to support Frances Online considering and removing historically harmful practices and barriers

to traditionally underrepresented people accessing our programs. As an example, we are working toward making Frances
Online, particularly the most important sections, available in the most commonly used languages in Oregon, focusing first on
English and Spanish.

Modernization is committed to creating and promoting technology that supports increasingly accessible processes and
programs by considering things like:

+ Color contrast

+ Compatibility with screen readers (such as JAWS)
+ Tab order for keyboard-reliant users

+ Appropriate screen magnification

+ Meaningful text tagging and image tagging

+ Other assistive technologies

+ Readability and plain language

Our team worked with independent consultants who conducted both a usability and accessibility study in May 2022 for
the employer-oriented components of Frances Online. The usability study participants were asked to think aloud while
performing a series of tasks and were observed as they used the interface to assess usability. As a result of this study,
we were able to make adjustments to things like style, format, size of button, descriptions, etc.

The accessibility study compared the site against the Web Content Accessibility Guidelines 2.0 standards as detailed by
the Web Accessibility in Mind checklist. We have completed many of the recommended adjustments and will complete final
items through quarterly updates. We will also repeat this study with the benefits-oriented components of Frances Online.

In our planning meetings and definition sessions, we are committed to promoting processes and system configurations that
improve language access and consider technology availability. For example, we are also ensuring that we maintain
processes that support paper submissions for customers who prefer or need to do their business with the agency this way.

Modernization will invite feedback from various populations and perspectives in surveys and focus groups. Our team will
work with the Unemployment Insurance Division and Paid Leave Oregon to facilitate and support their community outreach,
including town halls or community conversations, and with community organizations broadly representing communities in
Oregon. Our team will promote and support system design and processes resulting from those different voices.

Over the past two years, much of our outreach has been hosted virtually, supporting social distancing and providing
opportunities for broad participation in community conversations, focus groups, and demonstrations. Recently, we were able
to participate in in-person workshops in 11 communities around the state, providing us an opportunity to speak with and
learn from people who represent rural and smaller communities.
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Diversity Awareness Programs

During the past biennium, the agency has continued dedicating resources to maintaining an Equity and Inclusion Council of
12-15 agency employees. The purpose of the council is to promote and support equity and inclusion by providing a wide
range of policy recommendations to agency leaders and learning opportunities for all staff. The council envisions our
workplace where individual strengths are recognized and appreciated and all employees are encouraged to contribute.

The agency’s acting director sponsors the council and attends its monthly meetings; the council’s work is also authorized
and supported by the agency’s executive team. The council’s membership agreement provides for each member to dedicate
up to eight work hours each month to carrying out their council duties. The council’s charter and membership agreement
can be found in Appendix C.

Regular communication to all employees on the importance of an inclusive workforce and practical tips for addressing
inequitable treatment in the workplace is a critical component of the Equity and Inclusion Council’s work. The council
contributes content to the agency’s Weekly Digest (an all-staff e- newsletter) as well as releasing its own regular
e-newsletter. Through these communications, the council has covered a wide array of diversity topics over the past
biennium. You can find samples of the council's communications in Appendix C.

Employee Resource Groups and Affinity Groups

The agency does not currently sponsor employee resource or affinity groups, but plans to establish such a program for the
2021-2023 Affirmative Action Plan. More details are in both the July 1, 2021 — June 30, 2023 Accomplishments
and Progress and the Affirmative Action Plan Goals sections.

Required Training, Education, and Development Activities

Disability Awareness, Accessibility, Communication, and Customer Service
* Five online modules
+ Takes approximately 45-60 minutes to complete

+ At the end of the modules, participants are able to:
- Demonstrate increased disability awareness
- Understand the difference between equity vs. equality
- Develop strategies to communicate with and provide services to customers with a wide range of disabilities

Language Assistance
* One online module
+ Takes approximately 20 minutes to complete

+ At the end of the module, participants are able to:
- Understand the agency’s obligation to provide meaningful access to agency services to all of our
customers with limited English
- Use the agency’s video and phone interpretation services and translation services

ADA Reasonable Accommodation and Policy
+ One online module and policy acknowledgment
+ Takes approximately 2 hours to complete
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+ At the end of the module, participants are able to:
- Understand the requirements, responsibilities, and resources we have as employees and managers in
providing reasonable accommodations

Gender Identity and Expression Procedure
+ One online module and policy acknowledgment
+ Takes approximately 10 minutes to complete

+ Atthe end of the module, participants are able to:
- Understand the requirements, responsibilities, and resources we have as employees and managers in
providing an inclusive and respectful environment for agency customers, employees, contractors,
subcontractors, vendors, and interns of all gender identities

Equity and Inclusion Overview
+ Alive, 45-minute presentation for new employees

+ At the end of this presentation, participants are able to:
- Understand the agency’s high-level equity and affirmative action goals
- Explain the concepts of diversity, equity, and inclusion
- Use the resources provided to learn more about reasonable accommodations, language access,
affirmative action, the agency’s equity framework, required and optional trainings, and agency policies and
procedure related to equity and inclusion

Culture Matters Part 1: Managing Unconscious Bias

+ Anhighly interactive, half-day training designed to help individuals enhance their cultural awareness and
understand the effect of unconscious bias on workplace performance

* Includes practical strategies for improving performance when working across cultures

+ Participants draw upon research-based findings to improve their self- awareness and to develop the first steps to
relating and working with cultural intelligence

+ Atthe end of this training, participants are able to:
- Demonstrate increased awareness of their own cultural identities
- Understand the source of unconscious bias and its role on how they interact and work with others
- Develop strategies to combat bias and to use differences to improve intercultural performance

Culture Matters Part 2: Bystander Intervention Skill Building

+ Ahighly interactive, 7-hour training to provide tools and practice time for employees to address biased comments,
microaggressions, or even harassment in the moment.

+ At this end of this training, participants are able to:
- Demonstrate skills to speak out in response to those, “Did they really just say that?!” moments
- Explain strategies for receiving feedback on their own biases
- Explain restorative approaches to improving their workplace interactions.

Due to limited capacity, the agency has been unable to engage in follow up activities to support the information learned in
these trainings. With the creation of the agency’s Equity and Inclusion Office, equity analysts and coordinators will engage
in ongoing activities to measure impact and support the information learned. Potential activities include drop-in office hours
with hypothetical scenarios to workshop, online quizzes, quarterly conversations on how the lessons are being applied,
and surveys.
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Conflict Transformation & Racial Equity Capacity-Building Series from Subduction Consulting (required for some
agency divisions and optional for others)

+ Anhighly interactive, 18-hour training series, designed to help participants unpack and deepen their understanding of
the physiological, psychological, interpersonal and institutional dynamics of conflict & structural racism.

+ Atthe end of this training, participants have experience in:
- Exploring the ways in which each of their lives, and the world in which they live, have been shaped by the
patterns of colonization and anti-Black racism.
- Understanding how they respond to conflict and what strategies might lead to more productive outcomes.
- Considering what is within each of their individual power to shift and change within systems outside their don't
control, and how they can collectively create more just, human-centered relationships, programs, and systems at
the agency.

Equity Circles

The agency’s Equity and Inclusion Council developed the ‘equity circle’ education and activity in early 2021. Equity circles
are dedicated space and intentional time for each level of agency team to share, discuss, and reflect on diversity, equity,
and inclusion topics. By participating in equity circles, employees can cultivate a supportive mindset for equitable and
inclusive practices and develop useful skills to be a change agent. The council workgroup developed all project materials,
including the vision, goals, framework, group agreements, resource list, manager instructions, and participant survey.

The project structure is that the team manager and a rotating volunteer employee select two equity circle resources to share
with the team in advance of a group discussion. Team members are allotted time to view/read at least one of the council
resources in advance of the team discussion. The team manager reviews the group agreements with all employees at

the beginning of the team discussion. Depending on team size, the resources are then discussed in either small breakout
groups or as one group. If the team uses small breakout groups, they end with a full team discussion using a list of
recommended discussion questions. The manager and rotating volunteer facilitate the full team discussion. After the
discussion, the manager sends the team the participant survey and additional resources.

Given their critical role in advancing equity and inclusion within the agency, team managers take the lead in coordinating
equity circles for at least 60 minutes a quarter for each team. Equity circles can either be completed in one long session or
spread out over multiple sessions. They are either added to regular team meeting agendas or are created as separate team
meetings. Options are provided to allow flexibility for each team to adapt the equity circles to their needs.

In March 2021, the agency’s executive team started piloting the project, which allowed the Equity and Inclusion Council’s
workgroup the opportunity to make improvements before rolling the project down to the next level of managers to practice,
and after that the project continued to roll down through management levels until it reached frontline staff. This allowed each
level of management to practice the activity in management-only groups before bringing it to their teams. The executive
team set a goal of all employees participating in at least one equity circle by the end of April 2022. Due to ongoing high
workload from the surge in unemployment claims filed at the start of the COVID-19 pandemic, the agency achieved this goal
in July 2022.

The Equity and Inclusion Director and council’'s workgroup members continuously monitor the participant survey to check
for any concerns or requested follow up from either employees or managers. As of fall 2022, over 900 employees have
completed the participant survey, and over 90% of respondents agree or strongly agree that the discussions were
conducted in a respectful and inclusive way. This trend is reflected across multiple demographic groups. Based on
employee and manager feedback through both the survey and direct outreach, the council made small adjustments to the
project in March and September 2022. In addition, the council schedules opportunities for managers to practice conducting
equity circles and ask questions about the process.
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Optional training, education, and development activities

The Oregon Employment Department sponsors and contracts for a large selection of optional training and development
activities for employees to participate in that are focused on equity and inclusion. Many of these are coordinated by the
council. Below is a sample of offerings from July 2021 through June 2022:

+ State of Oregon Diversity, Equity, and Inclusion Conference 2021

+ International Association of Workforce Professionals Diversity Equity, and Inclusion Conference 2022
+ Factuality: A 90-minute crash course on structural inequality in America

+ Veterans’ Day 2021 panel

+ Symbolism of Native American Ceremonies

* Hispanic Heritage Month 2021

+ Destigmatizing Recovery from Addiction

+ Navigating Amidst Overwhelming Times

+ Second Chance Month 2022

* An Introduction to Trauma Informed Care

+ Black History Month 2022

+ LGBTQIA2S+ Business Owners panels

+ Juneteenth 2022: The History, Culture, and Celebration Behind the Holiday
* Trans Cultural Competence

+ Modern Reality of the Indigenous People of Oregon

Leadership development and training programs

Equal Employment Opportunity (EEQ) data of trainees

The Oregon Employment was unable to obtain EEO data of trainees from Workday reports; however, many of the
leadership development and trainings programs described below were required for either all manager or all new managers.

Results of development and training program

To keep up with workload during the COVID-19 pandemic, we hired well over 2,000 new employees, including nearly 100
new managers. To help these new managers better understand our organization and culture, the agency created BASE
Camp, a new manager training.

The BASE Camp Program is a multi-faceted foundational program. It is focused to build accountability, skills, and
engagement by taking managers on an experiential path examining processes, tools, and skills that will help in their role
as a manager. At the end of this multi-week program, new managers were able to explain different roles and functions at
each management level, use the agency mission, values, and operating principle in decisions, lead their team through
different development stages, describe the performance management process, provide effective reinforcing and redirecting
feedback to employees, and describe their role in forwarding diversity, equity, and inclusion efforts.

New managers also participated in the ASCENT Program’s Promise of Leadership course, including a 360-degree feedback
assessment. Built around the concept of leadership feedback resulting in increased awareness and respectful leadership,
this six-hour program helps leaders focus on and develop their creative leadership competencies. These skills have been
shown to improve the participants’ leadership abilities, bring out the best in others, and significantly increase the
performance of the overall business. The workshop also helps leaders identify and mitigate tendencies that hinder
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effectiveness, such as emphasizing caution over action, self- protection over productive engagement, and confrontation
over collaboration. This program also includes executive coaching based on the 360-degree feedback assessment.

Over 85% of managers participated in another new program, Gearing Up: The Fundamentals of Human Resources.
Through a series of case studies, scenarios, and interactive discussion, this one-day course provided managers a
comprehensive look at each area within human resources, including when they are empowered to make decisions and
when to reach out to a human resources professional. Topics included recruitment, classification, compensation, pay equity,
onboarding, policies and procedures, the collective bargaining agreement, performance management, and leave.The
agency is not currently offering this program due to limited capacity. In addition, all managers attended a 90-minute training
presented by the Oregon Bureau of Labor and Industries on their role in preventing and reporting harassment and
discrimination.

During this past year, managers also participated in manager co-ops. Manager co-ops are dedicated time for managers to
share and apply ideas, best practices, perspectives, and learning with fellow managers while networking across the agency.
Each co-op has 4-7 managers from across divisions and from all levels of management and meets monthly to discuss
various topics. During 2022, topics have included providing effective feedback, having difficult conversations, mindsets,
having development conversations that count, discussing expectations of managers, navigating change, change fatigue,
and better understanding the collective bargaining agreement.

The agency also hosts all-manager meetings, usually twice a year for 1-2 days each, for management development and
peer-to-peer learning. In fall 2022, the agency also began hosting shorter monthly meetings to keep managers informed
of updates, provide time for questions and discussion, and allocate time for the Manager Co-ops project. This change has
allowed for more robust and interactive communication with managers regarding critical updates and more efficient
scheduling for the Manager Co-ops, and manager feedback has been positive.

The agency has referred multiple employees to the Leadership Oregon program as well as the ASCENT Transformation-

al Leadership Program. In partnership with the Oregon Parks and Recreation Department, the agency has also provided
Leadership Lab to over 25 employees. This training for non-supervisory employees provides two weeks of classroom time
over a four-month period and additional group and individual assignments outside of the classroom. The program provides
opportunities for participants toexplore values, communication styles, leadership models, cultural competency, collaboration,
influencing, and more. Leadership Lab is an active partnership between the two agencies; employees from both agencies
complete an application that includes several essay questions designed to demonstrate their readiness and expectations of
the program. Each employee’s manager also answers questions about their commitment to support their employee through
the program. A selection committee made up of Leadership Lab alumni as well as the program facilitators individually review
and score the applications using a rubric, then meet to compare scores and agree on the final participant list. Leadership
Lab is held once a year and lasts for four months (three days per month.

In January 2022, the agency provided an opportunity for over 200 employees to attend the virtual Workforce360 conference
presented by the International Association of Workforce Professionals. This two-day event featured speakers on topics
related to diversity, equity, and inclusion including sessions on microaggressions, pay equity, cultural intelligence,
addressing biased comments, creating empathy and compassion, and creating an engaged and inclusive culture.

On an ongoing basis, the agency encourages employees to take advantage of statewide learning opportunities including

Emerging Manager, Emerging Manager Mentoring Program, Foundational Training Program, New to Public Management,
Oregon Project Management Certification Program, and the State Certified HR Professional program.
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Executive Order 22-11 Updates

In accordance with Executive Order 22-11, the agency’s Human Resources team has updated supervisory management
positions descriptions to include the following:

+ Additions to Section 3: Duties

- Management/Leadership/Planning Functions:

- Effectively carries out the agency’s affirmative action, diversity, equity, and inclusion goals and responsibilities to
achieve affirmative action objectives

- Work to improve implementation of the agency’s affirmative action plan using professional development,
performance assessments, and performance evaluations

- Maintains a professional attitude and inclusive work environment free of harassment and other forms of
discrimination.

+ Additions to Section 5: Guidelines:
- Section 5a:
- Employment Department Affirmative Action Plan
- Section 5b:
- As a source to inform and guide policy, performance, project and operational work.
- As a source to ensure alignment of operations with federal and state guidance and law.

The agency’s required Equity and Inclusion Recruitment Questions for supervisory positions are in Appendix C, and hiring
managers are strongly encouraged to include Equity and Inclusion Councilmembers on their hiring panels, particularly for
supervisory positions.

Statewide Diversity, Equity, and Inclusion Action Plan

The Oregon Employment Department is committed to following the guidance in the Statewide Diversity, Equity, and
Inclusion Action Plan to embed anti- racism in all that we do and either eliminate or mitigate any negative, disproportionate
outcomes experienced by communities of color. The agency’s Director of Equity and Inclusion was also a contributor to the
statewide plan and invited the state’s Chief Cultural Change Officer to give an overview of the plan in February 2022. This
presentation was open to all employees and recorded for any employees who could not attend. The plan is a guiding
document for the agency’s Equity and Inclusion Council, Executive Team, and multiple projects across the agency and
helped inform the creation of the agency’s equity framework (see Appendix C.

Our equity framework is a guiding document for each program to develop and outline the core elements for engaging with
and providing services to communities. It helps the department better support and equitably serve Oregon’s historically and
currently marginalized communities and underserved populations and deepen our understanding of the communities we
serve. Every division is responsible for using this framework and developing agency, division, or program-specific
strategies and concrete actions to address racial and economic disparities and ensure equitable access to our programs.
See the Community Outreach Programs section for more information on how principles from both the plan and framework
have informed the agency’s work.
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Status of Contracts to Minority Businesses (ORS 659A.015)

Table 1 shows the total contract budget and number of contracts with businesses certified by the Certification Office for
Business Inclusion and Diversity (COBID), which promotes opportunities for disadvantaged business enterprises, minority-
owned businesses, woman-owned businesses, businesses owned by service-disabled veterans and emerging small
businesses. The agency continues to follow state procurement policy and provide contracting opportunities for COBID-
certified businesses.

Table 1: Contracts to Minority Businesses,

July 1, 2021 — September 22, 2022

Agency total contract budget $31,057,669.48

(dollars)

Total number of contracts 246

Total contract dollars spent on $2,752,075.00 (8.9% of total contract
COBID contracts budget)

Total number of contracts with 12 (4.9% of total contracts)

COBID firms

ROLES FOR IMPLEMENTATION OF AFFIRMATIVE ACTION PLAN

Agency Director

The agency’s acting director is the executive sponsor of the agency Equity and Inclusion Council and has played a key role
in expanding equity and inclusion work throughout the agency. For example, he attended Paid Leave Oregon’s community
engagement budget sessions to directly explain the how the agency and division were incorporating equity considerations
into the program and request community input and recommendations. He also requested that the council create the
agency'’s first equity framework, which is detailed in the Statewide Diversity, Equity, and Inclusion Action Plan section.
Most recently, he championed the Agency Request Budget Policy Option Package 112 for Organizational Support and
Resiliency to support expanding the agency’s equity and inclusion staff from one to six fulltime employees and forming them
under an Equity and Inclusion Office. As part of this proposed expansion, he established a Director of Equity and Inclusion
to lead the new office.

The acting director regularly shares the value of equity and inclusion during Executive Team meetings, meetings with
interested parties, and in communications to all employees (see Appendix C for samples. The acting director continues to
be a strong, visible presence in the agency’s equity and inclusion work and is responsible for ensuring accountability for the
agency'’s affirmative action goals.

Managers

Managers are essential in implementing equity across all agency processes and have specific affirmative action responsi-
bilities under Executive Order 22-11. Many of the agency’s managers have been strong supporters of equity and inclusion
initiatives. They lead their teams in engaging in equity circles, attending relevant training courses, and providing feedback
and ideas to the council.
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Similarly, many agency managers have supported their employees in applying to serve on the Equity and Inclusion Council
and allowed them up to eight hours each month to complete Council workload, per the council's membership agreement
(see Appendix C. The council also has members from the management team, and managers are frequent attendees of
optional training and seminars hosted by the council, as well as other relevant events and trainings.

Affirmative Action Representative

Our Director of Equity and Inclusion serves as the agency’s Affirmative Action Representative. The Equity and Inclusion
Director chairs the council and develops and implements programs designed to meet the agency’s goal of a diverse and
inclusive workforce. This position reports to the Director’s Office and, as a member of the Executive Team, provides vision,
direction, counsel, and leadership to all employees in areas of equity, diversity, and inclusion in their daily work and in the
programs and activities of the agency.

Additional responsibilities include developing the agency’s long-range plans, goals, objectives, and milestones; evaluating
program effectiveness; increasing the diversity of the agency’s workforce; reducing barriers to employment faced by
protected classes and underrepresented groups; engaging the organization in dialogue that promotes understanding,
respect, and inclusion in the work environment; and collecting data, conducting analyses, and providing reports on the
agency’s progress related to service equity, inclusion, affirmative action, and diversity.

As of July 2022, a recently-established Equity and Inclusion Policy Analyst position reports to the Director of Equity and
Inclusion. The agency has also requested to use existing funds to establish four more Equity and Inclusion Specialists
through the 23-25 Agency Request Budget in order to right-size the resources dedicated to promoting equity, inclusion,
and affirmative action throughout our large state agency.

JULY 1, 2021 - JUNE 30, 2023

Progress Made or Lost Since Last Biennium: Demographics Analysis

Our goal is to create a workplace where all employees thrive, succeed, and look forward to coming to work each day.

As one of the primary state agencies focused on serving job seekers and businesses, we also recognize our potential to
serve as a model employer for implementing equity and inclusion initiatives, including in hiring, retention, promotion, and
succession planning. Accordingly, our Equity and Inclusion Director regularly collects, analyzes, and reports demographic
data for the agency’s applicants and workforce to determine if there are underrepresented groups in specific areas.

Workforce data is obtained from Workday. Applicants and employees may choose to self-report their demographic
information or not. As some employees choose not to self-report in some or all categories, this means there may be
undercounted demographics information. Federal law also requires the agency to use observer information or employment
records to provide gender, race, and ethnicity data for any employees who choose not to provide this information for
themselves, which could lead to some errors in the agency’s overall data.

We have also provided Oregon labor force statistics for comparison. These encompass the state’s employed and unem-
ployed population and are from the U.S. Census Bureau’s 2016-2020 American Community Survey, the most recent data
available. Table 2 (see Appendix E shows the percentage of the agency’s overall workforce and managers as of June 30,
2022, by disability, gender, race or ethnicity, and veteran status. Table 2 also shows percentages of applicants, hires,
promotions, and separations from July 1, 2021, through June 30, 2022, by these same demographics. Any percentages
under 1% were approximated in order to preserve employee confidentiality.
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As a final data source, our Equity and Inclusion Council released an all-staff survey in fall 2022 that included extensive
demographic questions on race, ethnicity, gender, sexual orientation, disability status, and veteran status. All questions
were optional. Over 300 employees (approximately 20% of our workforce completed the survey, and approximately 90%
of respondents provided their demographic information.

Current Workforce, Applicants, and Hires

An analysis of our workforce as of June 30, 2022, shows that the agency’s demographic makeup continues to be
comparable to the state’s overall labor force in terms of race, ethnicity, and veteran status. However, the trends look quite
different in terms of gender and disability status. Men continue to make up approximately 36% of the agency’s workforce
despite making up almost 53% of Oregon’s labor force. While nonbinary people are represented (although in small
numbers in the agency, the American Community Survey does not have data available on nonbinary people in Oregon’s
labor force for comparison purposes. Exact data on nonbinary employees from both Workday and the fall 2022 all-staff
survey are not shared in this report in order to maintain employee confidentiality. However, the fall 2022 all-staff survey
showed that 20% of respondents, or 2.5% of the agency’s total workforce, identified as being part of the LGBTQIA2S+
community.

According to Workday, the agency’s representation of employees with disabilities dropped from 5% in June 2020 to just
3.5% in June 2022. This compares to the almost 8% of people in the Oregon labor force who have one or more disabilities.
However, the fall 2022 all-staff survey indicated that at least 8% of the agency’s total workforce has one or more disabilities,
and this percentage would only increase with a higher response rate.

Veterans continue to be strongly represented in the agency’s workforce and in Workday data.

Alook at applicant data reveals that in terms of race and gender, people apply to the agency at similar rates to their overall
representation in the agency. However, applicant data regarding disability cannot similarly assist in understanding agency
trends, as asking about the disability status of applicants is prohibited by state law.

Alook at hiring data reveals that both race and gender are significantly underreported by new hires, making it difficult to
compare data in this area. Only 1.3% of new hires report having a disability, which could be due to concern over sharing this
information with their employer.

Supervisors

The racial and gender makeup of the agency’s supervisors shows that while most managers of color overall have fairly
proportionate representation compared to each racial and ethnic categories’ share of the labor force, the share of Hispanic
supervisors has dropped to less than 10%, as compared to being 15% of the agency’s overall workforce and 13% of the
Oregon labor force. The share of Asian supervisors is also underrepresented at 2.6%, as compared to being 5% of both

the agency’s overall workforce and the Oregon labor force. White supervisors at 75% now slightly exceed the Oregon labor
force (73%) and significantly exceed their share of the agency’s personnel (68%. This is a change since June 2020, when
the share of White supervisors was much closer to their share of the agency’s workforce. American Indian and Alaska
Natives are also well-represented in management roles at 4%, as compared to approximately 1% of the agency’s workforce
and Oregon labor force.

Women continue to be slightly underrepresented in supervisory roles compared to their share of the agency’s workforce,
making up 57% of supervisors despite making up 64% of agency personnel. People with disabilities are significantly
underrepresented in the supervisory category, at only 2.6%. Veterans continue to be strongly represented in management
positions, where they are represented at 13% as compared to their 5% representation in Oregon’s labor force.
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Analysis of those in the principal executive/manager job series reveals that people of color continue to be underrepresented
in higher-level supervisory management classifications compared to their White peers (see Appendix E, Table 3). Although
people of color make up approximately 30% of the agency’s workforce, they only make up 21% of the agency’s higher-level
supervisory management positions. This level of underrepresentation has remained the same since the agency’s 2021-
2023 Affirmative Action Plan. However, the representation of women in higher-level supervisory management positions has
moved much closer to their overall level of representation in the agency, going up from 44% to 59%.

Internal Promotions and Separations

A'look at internal promotions and separations data in Table 2 reveals that race is significantly underreported in both areas,
making it difficult to compare data in these areas. However, available data may indicate that Black employees are
underrepresented in overall promotions and overrepresented in separations. Both trends have been reported in previous
Affirmative Action Plans. People with disabilities also appear to be underrepresented in promotions as compared to their
share of Oregon’s labor force and the agency’s workforce. Men, women, nonbinary employees, and veterans appear to be
proportionately represented across both categories in terms of their representation in the agency.

In looking at internal promotions of supervisors only, all employees in this group of approximately 20 individuals reported
their race. Although the sample size for this group is too small to draw strong conclusions, the data show that Asian and
Black employees each made up almost 5% of this group and are represented at equal or higher percentages than their
representation in our workforce and the Oregon labor force. Hispanic employees were underrepresented at almost 10%,
and White employees were overrepresented at over 80%. Veterans were proportionately represented, and people with
disabilities were underrepresented in comparison to the Oregon labor market. Women were represented in proportion
with their overall representation in our workforce.

Accomplishments for June 1, 2021 - July 30, 2023

Goal 1: Increase proportion of employees with disabilities from 5% to 8% to achieve proportionate representation.

Data outcome: Although Workday data shows a decline in representation of people with disabilities from 5% to 3.5%, our
internal survey from September 2022 shows that at least 8% of employees identify as having one or more disabilities.

Strategies:

a. The Equity and Inclusion Council and Human Resources will collaborate with agency leadership to set target goals
to hire from Qualified Rehabilitation Facilities’ (now known as Oregon Forward) temporary staff upon the contract
end date.

- Outcome: In progress. The Human Resources team sets quarterly check-ins with managers and temporary
employees to discuss employee development.

b. Develop and share “day in the life” videos or other promotional materials of agency positions, including information on
inclusion of people with disabilities, to increase recruitment of people with disabilities.

- Outcome: Pending. The Communications Office, Equity and Inclusion Office, and Equity and Inclusion Council will
collaborate on this goal. In the interim, the Equity and Inclusion Council has provided robust content for the
agency’s WorkSource Oregon LinkedIn site regarding the importance of equity and inclusion at the agency,
including on disability-related topics, and presented to numerous job seekers at their virtual open house.

c. Continue including the Reasonable Accommodations link in all job postings and responding promptly to all applicants
who request accommodations.
- Outcome: Ongoing. The agency’s Recruitment Analysts ensure that this link is included in all job postings. The ADA
Coordinator and HR team have created a Smartsheet to track all accommodations requests.
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d. Continue promoting workplace inclusion of employees with disabilities and valuing the strengths of employees with
disabilities through at least 5 agency-wide emails, at least two trainings or events, and other channels.

- Outcome: In progress. The Equity and Inclusion Council newsletter has sent three of the five planned emails via its
newsletter; article titles are Destigmatizing Recovery from Addiction, National Disability Employment Awareness
Month 2021, and Upcoming Events and Supporting Mental Health 2021. The council completed both planned
trainings and an additional training: Autism Acceptance, Destigmatizing Recovery from Addiction, and Navigating
Trauma Amidst Overwhelming Times. The disability awareness training continues to be included in the new
employee curriculum. The equity circles project also includes several resources focused on disability inclusion.

Goal 2: Increase proportion of employees of color in management positions higher than a Principal Executive/
Manager (PEM) B to achieve proportionate representation.

Data outcome: This data point remained the same, with 21% of managers higher than a PEM B being managers of color.
By comparison, OED’s overall workforce is approximately 30% people of color.

Strategies:

a. Directly request input from managers of color in PEM B positions to identify any barriers to advancement and provide
requested supports such as mentorship, training, job shadowing, etc.

- Outcome: In progress. The council will use its upcoming Empowerment Groups project to form a group to support
managers of color. Through this venue, participating managers of color can directly share their individual needs,
and the group’s executive sponsor and council members will connect them to resources. See Goal 3 under the
Affirmative Action Plan Goals section for more information.

b. Ensure that the applicants for positions higher than a PEM B are a representative share of people of color in the
appropriate labor market.

- Outcome: Ongoing. Before a management position higher than a PEM B (or Supervisor 1 under the new
classification system) is posted, the hiring manager meets with the Recruitment Analysts to develop an outreach
strategy specific to the position and appropriate labor market. The Recruitment Analysts check the demographic
breakdown of the applicant pool halfway through the application timeline to check for proportionate
representation. If the representation of people of color does not meet or exceed the appropriate labor market
representation of approximately 30%, next steps include extending the recruitment period, increasing advertising, or
increasing targeted sourcing.

Goal 3: Increase proportion of women in management positions higher than a PEM B to achieve
proportionate representation.

Data outcome: We achieved nearly proportionate representation of women in management positions higher than a PEM B,
increasing from 44% to 59% of managers in these roles being women. By comparison, the agency’s overall workforce
is 64% female.

Strategies:

a. Ensure that the applicants for positions higher than a PEM B are a representative share of the appropriate

labor market.

i. Outcome: Ongoing. Before a management position higher than a PEM B (or Supervisor 1 under the new
classification system) is posted, the hiring manager meets with the Recruitment Analysts to develop an outreach
strategy specific to the position and appropriate labor market. The Recruitment Analysts check the demographic
breakdown of the applicant pool halfway through the application timeline to check for proportionate representation.
If the representation of women does not meet or exceed the appropriate labor market representation of
approximately 50%, next steps include extending the recruitment period, increasing advertising, or increasing
targeted sourcing.
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Goal 4: Increase proportion of male applicants to achieve more proportionate representation.

Data outcome: This data point remained approximately the same, with 32% of applicants being male. In comparison,
Oregon’s labor force is 53% male.

Strategies:

a. Increase recruitment of Veterans (according to the US Department of Veterans Affairs, over 90% of Oregon’s Veterans
are male).

- Outcome: Ongoing. The agency cross posts its job announcements into Oregon’s iMatchSkills platform so that
WorkSource centers can more easily match qualified candidates, including Veterans, to agency job postings. The
agency’s WorkSource employees, including Disabled Veterans Outreach Program representatives, share
information about the agency’s open positions at outreach events and through their networks, including on the
agency’s corporate LinkedIn account. The council hosted a panel on Veterans’ experiences in November 2021.

b. Grow the agency’s presence as a second chance employer and increase recruitment of people with records
(according to the Oregon Department of Corrections, over 85% of people in all types of supervision, including proba-
tion, prison, post-prison, and local control, are male).

- Outcome: Ongoing. The agency cross posts its job announcements into Oregon’s iMatchSkills platform so that
WorkSource centers can more easily match qualified candidates, including people who are or have been justice-
involved, to agency job postings. The agency’s Workforce Operations division is expanding its work in Oregon’s
prisons to assist people leaving incarceration with their upcoming job searches and represents the agency on the
Governor’s Reentry Council. The council hosted a second chance panel in April 2022 to raise awareness of
this topic.

Goal 5: Increase proportion of Black supervisor promotions from 0% to at least 2.7% to achieve more
proportionate representation.

Data outcome: The agency achieved proportionate representation of Black supervisor promotions, at a rate of almost 5%.

Strategies:

a. Directly request input from Black supervisors to identify any barriers to promotion and provide requested supports
such as mentorship, training, budget training, job shadowing, efc.

- Outcome: In progress. The council will use its upcoming Empowerment Groups project to form a group to support
managers of color. Through this venue, participating Black managers can share their individual needs, and the
group’s executive sponsor and council members will connect them to resources. See Goal 3 under the Affirmative
Action Plan Goals section for more information.

b. Host an external speaker who provides tangible strategies for Black supervisors to advance in organizations and to
increase understanding of specific experiences and barriers that Black supervisors face in the workplace.
- Outcome: Completed. The Equity and Inclusion Council’s training, Race in this Place: The Plight of Black
Professionals in the Workplace, addressed this topic. The council also provided a Black History Month 2022 video
presentation and Veteran's Day 2021 panel event that addressed this topic.
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Goal 6: Increase opportunities for Black female employees in response to their disproportionate concentration in
lower-paying positions.

Strategies:

a. Directly request input from Black female employees to identify any barriers to development and advancement and
provide requested supports such as mentorship, skills training, job shadowing, etc.
- Outcome: In progress. The Equity and Inclusion Council will use its upcoming Empowerment Groups project to form
a group to support Black employees. Through this venue, participating Black female employees can directly share
their individual needs, and the group’s executive sponsor and council members will connect them to resources. The
Equity and Inclusion Director has also responded to several requests for support from Black female employees and
has connected them to mentorship and development opportunities.

b. Host an external speaker to increase understanding of specific experiences and barriers that Black women face in the
workplace, as well as the strengths and value that Black women bring to the workplace.
- Outcome: Completed. The Equity and Inclusion Council’s training called “Race in this Place: The Plight of Black
Professionals in the Workplace” addressed this topic. Additional events that addressed this topic included a Black
History Month 2022 presentation and a Veteran’s Day 2021 panel.

Goal 7: Maintain current successful strategies to promote diversity and inclusion in the hiring stage.

Strategies:

a. Continue using required equity and inclusion hiring questions in all interviews and essay questions sent by email.
- Outcome: Ongoing. Recruitment Analysts provide the required equity and inclusion questions to all hiring
managers. The Equity and Inclusion Office is also updating the required questions based on applicant and hiring
manager feedback and current best practices.

b. Continue using SHL assessment and SkillSurvey reference check tool to mitigate the potential for human bias to
influence hiring.

- Outcome: Updated and in progress. Based on employee and Equity and Inclusion Council’s feedback that the SHL
assessment could have negative impacts based on language and disability, the agency has discontinued this
assessment. Instead, Equity and Inclusion Council members participated in a large number of interview panels,
particularly for high-level management positions, in order to assist in mitigating bias. Recruitment Analysts also
provide information about common biases for hiring managers to share with panelists. The Equity and Inclusion
Office is currently developing additional tools to mitigate the potential for human bias to influence hiring. The agency
continues to successfully use the SkillSurvey reference tool.

c. Provide SHL assessments for high-volume positions in most common languages other than English.
- Outcome: Completed and later updated. The agency made the most common SHL assessments available in
Spanish and then later discontinued use of the SHL assessment.

d. Implement internship plan developed by the agency’s Hatfield Fellow in 2019-2020.

- Outcome: Pending. Due to the extremely high agency-wide workload caused by the COVID-19 pandemic, the
agency has been unable to implement internship opportunities. As the pandemic also significantly changed the
landscape of the work environment and workforce, the agency will reevaluate the internship plan and explore
restarting it in the 23-25 biennium.
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Goal 8: Create new initiatives to expand awareness of agency mission, vision, values, job postings, and application
process in underrepresented communities.

Strategies:

a. Create and provide public workshops to explain the agency’s application process and assist potential applicants.

- Outcome: Pending. The Communications Office, Equity and Inclusion Office, and Equity and Inclusion Council will
collaborate on this goal. In the interim, the Equity and Inclusion Council has provided robust content for the
agency’s WorkSource Oregon LinkedIn site regarding the importance of equity and inclusion at the agency and
presented to numerous job seekers at their virtual open house.

b. Share and expand on the “day in the life” and “how to apply” videos developed by Communications, Workforce
Operations, and the Equity and Inclusion Council through social media channels and targeted notices to advocacy
groups for underrepresented communities.

- Outcome: Pending. Due to both the extremely high agency-wide workload caused by the COVID-19 pandemic and
both the Communications and Equity and Inclusion offices being understaffed, the agency has not been able to
start work on this goal. The Communications Office is now fully staffed. Once the Equity and Inclusion Office is fully
staffed, both offices will collaborate on this goal.

c. Develop an interview procedure to ensure diverse interview panel participants, standard time for all applicants to
review interview questions, and including a bias interrupter during interview panel debriefs whenever possible.
- Outcome: In progress. The Equity and Inclusion Office is currently compiling the necessary resources and testing
processes in order to develop this procedure.

Goal 9: Assess opportunities to remove barriers to employment with the agency, particularly with
management positions.

Strategies:
a. Continue expanding telework opportunities, particularly in terms of providing high-level opportunities across the state.

b. Outcome: Ongoing. The agency adopted the Oregon Department of Administrative Services Working Remotely Policy
to expand these opportunities and continues to offer remote work for a variety of positions.

Goal 10: Standardize and increase development opportunities for all employees.

Strategies:

a. Develop and implement a training and development policy to ensure training opportunities are provided equitably to all
agency employees, with a minimum number of allotted training (excluding required training) and development hours
each year. Within that required number of training hours, a specific minimum number of hours will be allocated toward
diversity, equity, and inclusion training. The policy will also include tools for making training inclusive of different
learning styles and include an accommodations process. A goal of the policy will be developing employees for addi-
tional state opportunities and promotions.

- Outcome: In progress. Due to the extremely high agency-wide workload caused by the COVID-19 pandemic, the
agency has not been able to start work on the training and development policy. The agency’s Organization and
Talent Development team and Equity and Inclusion Council will collaborate on this policy. However, the equity
circles project does provide all employees with required time (a minimum of 60 minutes per quarter) allocated
towards diversity, equity, and inclusion discussions. Over 950 employees have completed a participant survey on
the project, with over 90% indicating that the discussions were conducted in a respectful and inclusive way. In
addition, over 75% indicated that they learned something new through the project and over 80% that they felt
hopeful that their coworkers had a better understanding of the topic. The Equity and Inclusion Council also checks
the survey for any disparate impacts based on employee demographics and has found no disparate impacts
to date.
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b. Put into place a coaching program that builds on the strengths of each individual in the agency.
- Outcome: Ongoing. See the Leadership Development/Training Program section for more details on leadership
development.

c. Develop the agency’s management team so that they are better equipped to build a learning organization that
engages and retains a diverse workforce.
- Outcome: Ongoing. See the Leadership Development/Training Program section for more details on leadership
development. The equity circles project also provides all managers with dedicated space and time to facilitate and
champion equity- related learning and discussions within their teams.

d. Develop an agency-wide standard practice or policy for assigning lead work, underfilled positions, transfers, and job
rotations to ensure all employees have the opportunity to compete for these roles and are encouraged to express
interest. Ensure these opportunities have a standard end date and are not automatically extended, and continue to be
offered as a competitive process.

- Outcome: Pending. Due to the extremely high agency-wide workload caused by the COVID-19 pandemic, the
agency has not been able to start work on this goal. Human Resources and the Executive Team will collaborate on
this goal.

Goal 11: Promote an inclusive work environment to support employee engagement and retention.

Strategies:

a. Continue providing the required Culture Matters: Managing Unconscious Bias and Disability Awareness trainings.
- Outcome: Ongoing. The agency continues to offer both trainings. Once fully staffed, the Equity and Inclusion Office
will be able to expand offerings of the Culture Matters: Managing Unconscious Bias training. As the Disability
Awareness training is recorded, it continues to be available to employees at all times.

b. Continue providing the Bystander Intervention training.
- Outcome: Ongoing. The agency continues to offer this training and has trained over 460 employees to date, with
over 90% of participants giving the training a favorable rating. Once fully staffed, the Equity and Inclusion Office
will be able to expand offerings of the Bystander Intervention training to include ongoing drop-in sessions to practice
intervention skills.

c. Provide Lunch and Learns, training and seminars, as well as sharing outside opportunities, on topics of interest to
employees, including trauma and trauma-informed practices, anti-racism, bystander intervention, micro-aggressions,
racial equity, mental health, disability awareness (for both visible and hidden disabilities), Veterans, restorative justice,
history of race in Oregon, gender and gender identity.

- Outcome: Ongoing. The Equity and Inclusion Council has offered over a dozen of these sessions and continues
to offer them throughout the year. Attendance for each live event ranges from 50-100 employees, and the majority
of trainings are later provided as recorded trainings through Workday Learning.

d. Promptly and fairly investigate complaints of harassment and discrimination and identify appropriate resolutions.

- Outcome: Ongoing. Human Resources is primarily responsible for investigating complaints, sharing findings with
the Equity and Inclusion Director, and partnering with managers on resolutions. As appropriate, the agency requests
assistance from external investigators. Human Resources will also assess options for mediation and other
restorative justice practices to assist in complaints resolution.

e. Conduct employee surveys to identify trends, barriers, and successes, including for populations not currently tracked
in Workday such as LGBTQ, English Language Learners, etc.

- Outcome: Ongoing. The council regularly surveys equity circle and bystander intervention training participants on
these topics. The council also sends all-staff surveys on a less frequent basis and contributes questions to other
all-staff surveys to assist in identifying how agency programs impact equity and inclusion goals. The council
conducted the most recent all-staff survey in fall 2022.
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f. Invite employees to form affinity groups for support and development. Examples could include a group focused on

Veterans and a group focused on Hispanic employees to assist with addressing promotional disparities. Additional ex-
amples could include bilingual employee groups and language learners to practice and develop bilingual skills related
to agency work.

- Outcome: In progress. The Equity and Inclusion Council is currently developing a policy and procedure for these
groups, currently named Empowerment Groups, and has surveyed all employees to determine initial interest in
different topics. The first four groups will be announced by Jan. 15, 2023. See the Affirmative Action Plan Goals
section for more information.

JULY 1, 2023 - JUNE 30, 2025

Affirmative Action Plan Goals

The Oregon Employment Department has built on its successes over the past few years, notably in hosting a wide variety
of required and optional learning events focused on equity and inclusion topics. As a result, many employees are actively
engaging in discussions on equity and inclusion, offering feedback and suggestions, and identifying opportunities for using
what they learn to improve the agency’s customer service and agency culture.

Employees are also eager for additional learning and technical assistance. As previously mentioned, the agency request
budget for 2023-2025 proposes expanding the fulltime equity and inclusion staff in order to better support this growing body
of work. The agency will continue using several broad strategies to support its overall goal of fostering fairness, equity, and
inclusion, while also pursuing strategies to target disability inclusion and more proportionate representation of higher-level
supervisory managers of color.

Goal 1: OED will continue to foster fairness, equity, and inclusion to maintain a workplace environment where
everyone is treated with respect and dignity.

Goal 2: OED will achieve at least proportionate (8%) representation of people with disabilities at all levels of the
agency (as documented through Workday reporting), raise awareness of disability inclusion, reduce stigma
related to disability, promote universal accessibility practices, and support reasonable accommodation requests.

Goal 3: OED will achieve at least proportionate representation (30%) of managers of color in higher-level
supervisory management roles, defined as higher than either a PEM B or Supervisor 1.

Strategies and Timelines for Achieving OED Goals

Goal 1: OED will continue to foster fairness, equity, and inclusion to maintain a workplace environment where
everyone is treated with respect and dignity.

Strategies:

a. OED will fully staff the agency’s Equity and Inclusion Office with five full time employees by January 31, 2023, as
proposed in its Agency Request Budget for 2023-2025. This strategy may need to be adjusted depending on the final
budget that is passed by the Oregon State Legislature and signed by the governor in 2023.

b. OED will complete training all current employees and regularly train new employees in the Culture Matters Part 1:
Managing Unconscious Bias and Culture Matters Part 2: Bystander Intervention Skill Building offerings.
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c. OED will conduct quarterly drop-in sessions open to all staff to practice bystander intervention techniques.

d. OED will assist managers in facilitating equity circles (or future projects related to discussions of equity and inclusion)

m.

n.

upon request/as needed and offer practice sessions.

. OED will create and facilitate Empowerment Groups. The first four groups will be announced by February 15, 2023.

See Goals 2 and 3 for more information.

OED will continue providing a wide range of learning opportunities open to all employees on topics such as trauma
and trauma-informed practices, anti-racism, micro-aggressions, racial equity, mental health, Veterans, restorative
justice, history of race in Oregon, gender, and gender identity. In response to interest expressed by employees in the
fall 2022 survey, topics will also include older and younger workers; parents, guardians, and caregivers in the
workplace; neurodivergence; and autism. OED will host at least 15 events throughout the biennium.

. Per the 2021-2023 Affirmative Action Plan, OED will allocate a minimum number of hours for employees and

managers to attend diversity, equity, and inclusion training, events, and empowerment groups. OED will allocate a
required minimum number of hours for all managers to participate in training on topics such as unconscious biases,
anti-racism, restorative justice, and facilitation skills.

. OED will develop an agency wide equity framework as a tool for proactively preventing or reducing unintended

disparate impacts of policies and projects that affect OED’s workforce. The Equity and Inclusion Office will work with
each division to develop implementation guidance specific to their division.

OED will improve the use of inclusive language (plain language, gender-inclusive, transparent) in the agency’s job
postings and ensure the agency’s goal for equity and inclusion is clear and direct.

OED will request employee input regarding building a culture of equity and inclusion to determine what strategies are
working well and what strategies need to be changed or developed.

. OED will embed accountability for promoting equity and inclusion into all supervisory managers’ performance account-

ability and feedback (PAF) plans. This will include templates and examples of what is expected of managers.

OED will develop and execute a strategic communications plan to promote the agency’s equity work throughout the
agency, including videos, newsletters, and other tactics to actively engage existing employees and communicate the
agency'’s equity work to potential applicants. This plan will be informed by employee input.

OED will review and update applicant screening and interview processes to focus scoring on the skills and qualities
candidates bring, including how they are informed by both lived and professional experience.

OED will develop or obtain anti-bias training for all hiring managers and interview panelists.

Goal 2: OED will achieve at least proportionate (8%) representation of people with disabilities at all levels of the
agency and as documented through Workday reporting, raise awareness of disability inclusion, reduce stigma
related to disability, promote universal accessibility practices, and support reasonable accommodation requests.

Strategies:

a.

OED will incorporate messaging about disability in its Equity and Inclusion strategic internal communications plan to
inform employees of the definition of disability and how Workday’s demographic information is and is not used, with
the goal of more employees providing their disability information in Workday and enabling better tracking of any trends
related to disability. This plan will also include developing internal resources regarding disability and employment for
all employees and managers.

. OED will provide at least six all-staff learning opportunities and six all- staff communications related to disability

inclusion per biennium. The learning opportunities will include virtual or recorded options that staff can consume at
various times and locations.
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c. OED will create one or more Empowerment Groups focused on disabilities. At least one of these groups will be
announced by January 15, 2023. All Empowerment Groups focused on disabilities will have active executive-level
sponsorship and participation. The groups will provide connection to mentors and a safe space to raise concerns,
questions, and ideas related to disability inclusion.

d. OED will solicit regular input and feedback from all staff regarding disability inclusion, which may include all-staff
surveys and targeted focus groups.

e. OED will collaborate with community members and partners to strategize ways to increase employment for people
with visible and invisible or hidden disabilities.

f. OED will provide ongoing trainings, lunch and learns, and events that help broaden our knowledge base while
decreasing stigma around disability in the workplace.

g. OED will create a National Disability Employment Awareness Month campaign, which may include guest speakers or
public-facing materials.

h. OED will increase the equity circle resource list to include additional resources on employees with disabilities and
employees of color with disabilities.

i. OED will review and update all public facing messages, such as job postings and employee resource pages,
regarding disabilities, including accommodations information, right to access services, and employment opportunities.
One focus of the updates will be to ensure the use of positive, affirming language around accommodations requests.
All employees and managers will know how to request accommodations and understand the process.

j. OED will engage with employees with disabilities to connect them to opportunities to participate on interview panels
and mock interviews in order to gain experience and build skills related to the hiring process.

k. OED will consult with a specialist on disability inclusion to review the reasonable accommodations process and
request recommendations.

. OED will work to improve accessibility in communications and communications tools for both staff and the public.

Goal 3: OED will achieve at least proportionate representation (30%) of managers of color in higher-level supervi-
sory management roles, defined as higher than either a PEM B or Supervisor 1.

Strategies:

a. OED will provide at least four all-staff learning opportunities and four all-staff communications related to people of
color in management. The learning opportunities will include a virtual or recorded option that staff can consume at
various times and locations.

b. OED will create one or more Empowerment Groups focused on managers of color. At least one of these groups will be
announced by January 15, 2023. All Empowerment Groups focused on managers of color will have active
executive-level sponsorship and participation. The groups will provide connection to mentors and a safe space to
raise concerns, questions, and ideas related to people of color in higher-level management.

c. OED will solicit regular input and feedback from managers of color, which may include all-staff surveys and targeted
focus groups.

d. OED will increase recruitment strategies, with a focus on direct engagement with Oregon’s communities of color
(including within other state agencies) to build trust and engage potential applicants.

e. OED will engage with employees and communities of color to connect them to opportunities to participate on interview
panels or mock interviews in order to gain experience and build skills related to the hiring process.

f. OED will actively promote trainings to employees of color that will prepare them for higher-level supervisory
management roles, such as on budget and program management.
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g. OED will continue checking all higher-level supervisory management applicant pools halfway through the application
period to ensure at least proportionate (30%) representation of applicants of color. If there is not proportionate
representation, OED will use strategies such as extending the application period, advertising the position with
professionals of color, etc.
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APPENDIX A - STATE POLICY DOCUMENTATION

A. ADA and Reasonable Accommodation Policy (Statewide policy 50.020.10)
B. Discrimination and Harassment Free Workplace (Statewide policy 50.010.01)

C. Statewide Employee Training (Statewide policy 10.040.01)
a. References:
i. Duties of Administrator (ORS 240.145)
ii. Rules Applicable to Management Services (ORS 240.250)

D. Recruitment and Selection (Statewide policy 40.010.02)
E. Veterans Preference in Public Employment (ORS 408.230)
F. Equal Opportunity and Affirmative Action Rule (105.040.0001)
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https://www.oregon.gov/das/Policies/50-020-10.pdf?msclkid=1400897da63911eca232f5134f29ec33
https://www.oregon.gov/das/Policies/50-010-01.pdf?msclkid=32b12e3fa63911ecab6ed60ab21a4931
https://www.oregon.gov/das/Policies/10-040-01.pdf
https://www.oregonlegislature.gov/bills_laws/ors/ors240.html
https://www.oregonlegislature.gov/bills_laws/ors/ors240.html
https://www.oregon.gov/das/Policies/40-010-02.pdf
https://www.oregonlegislature.gov/bills_laws/ors/ors408.html
https://secure.sos.state.or.us/oard/viewSingleRule.action;JSESSIONID_OARD=fziZz6ZB29lTTzAQ9JDfeuWsesUTUsmouEI7Z2-NhO3z-j_HE6kp!1786386523?ruleVrsnRsn=1194

APPENDIX B - FEDERAL DOCUMENTATION

. Age Discrimination in Employment Act of 1967 (ADEA)
. Disability Discrimination Title | of the Americans with Disability Act of 1990
. Genetic Information Discrimination Title Il of the Genetic Information Nondiscrimination Act of 2008 (GINA)
. Equal Pay and Compensation Discrimination Equal Pay Act of 1963
. Title VII of the Civil Rights Act of 1964

i. National Origin Discrimination

ii. Discrimination

iii. Race/Color Discrimination

iv. Religious Discrimination

v. Sex-Based Discrimination

vi. Sexual Harassment
F. Retaliation Title VIl of Civil Agency Affirmative Action Policy

moowX>
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https://uscode.house.gov/view.xhtml?req=granuleid:USC-prelim-title29-section621&num=0&edition=prelim
https://www.eeoc.gov/statutes/titles-i-and-v-americans-disabilities-act-1990-ada?msclkid=c563a658a63511ecb5414ef11ac200a2
https://www.eeoc.gov/statutes/genetic-information-nondiscrimination-act-2008
https://www.eeoc.gov/statutes/equal-pay-act-1963
https://www.eeoc.gov/statutes/title-vii-civil-rights-act-1964
https://www.eeoc.gov/laws/guidance/enforcement-guidance-retaliation-and-related-issues

APPENDIX C - AGENCY DOGUMENTATION

Policy Links

The following links lead to agency policies and guidance. Employees, partners, and members of the public may
access this information through the posted Affirmative Action Plan, which is available at https:/www.oregon.gov/employ/
Agency/Pages/Equity-and-Inclusion.aspx. Employees may also access the Affirmative Action Plan on the agency’s
intranet (EDweb) under Human Resources, and a printout is physically posted at all worksites.

* Veteran resources and Veteran Preference information

* Reasonable Accommodation

* Gender Identity and Expression Procedure

* Interview Scoring Criteria used during recruitment

« Equity and inclusion questions used during recruitment

Equity and Inclusion Council Charter

Overview

Purpose

The Oregon Employment Department fosters fairness, equity, and inclusion to maintain a workplace environment where
everyone is treated with respect and dignity regardless of race, color, national origin, religion, sex, sexual orientation,
gender identity, marital status, age, veteran status, disability, or status as a victim of domestic violence, harassment,

sexual assault, or stalking. This applies to every aspect of our employment practices, including recruitment, hiring, retention,
promotion, and training. A goal of the Oregon Employment Department is to become an employer of choice for individuals of
all backgrounds and promote an inclusive workplace culture that encourages diversity and allows employees to excel.

The purpose of the Equity and Inclusion Council (“the Council’) is to promote and support equity and inclusion by providing
a wide range of policy recommendations to the Executive Team and learning opportunities to the entire Employment
Department. The Council envisions the Employment Department as a workplace where individual strengths are recognized
and appreciated and all employees are encouraged to contribute.

Scope and Charter

+ The scope of the Council is broad and includes, but is not limited to, projects, training, consulting, and other activities
that support or encourage equity and inclusion.

+ The Council’s work is authorized and supported by the Employment Department’s Executive Team.
+ The Charter will be reviewed and updated yearly.

Goals
+ To lead, develop, and support the Employment Department’s strategies that promote equity and inclusion.
+ To continually educate ourselves and all employees on topics related to equity and inclusion.
+ To broadly communicate the strategies, goals, and activities of the Council.
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https://www.oregon.gov/employ/Agency/Pages/Equity-and-Inclusion.aspx
https://www.oregon.gov/jobs/Pages/Veterans.aspx
https://www.oregon.gov/employ/Agency/Pages/Reasonable-Accommodation.aspx
https://www.oregon.gov/employ/Agency/Documents/Gender-Identity-Expression-Procedure.pdf
https://www.oregon.gov/employ/Agency/Documents/Interview%20Scoring%20Criteria%20used%20during%20recruitment.pdf
https://www.oregon.gov/employ/Agency/Documents/Equity%20and%20Inclusion%20Supplemental%20Hiring%20Questions.pdf
https://www.oregon.gov/employ/Businesses/WorkShare/SiteAssets/Pages/Work%20Share%20Home%20Page/EIC%20Recruitment%20Questions_0123.pdf

Operating Principles
Meetings

+ The Council will generally meet once per month, with each meeting lasting no longer than two hours. Meetings can be
called more frequently in the interest of meeting project deadlines or for other urgent business.

+ Council minutes will be posted on the Council’s intranet page.

+ Meeting locations and any special accommodations necessary to facilitate productive meetings will be determined
upon formation of the Council and reviewed upon request by any employee.

Agendas
+ Agendas will be prepared by the Chair, with input from Council members, in advance of each Council meeting.
+ Agendas should be specific and able to be completed within the meeting time.

Action Plan

+ An annual action plan (and corresponding budget) will be reviewed and approved by the Executive Team in the
beginning of each fiscal year.

+ This action plan will assist the Department in the delivery of its mission, goals, and values and will consist of activities,
recommendations, and tasks approved by the Council for Executive Team review and approval.

+ The action plan will draw its content from issues raised by the Council, executive management, employees, or
identified through affirmative action policies or other policies.

Sub-Committees
+ As issues are brought before the Council, sub-committees may be formed to assist with the additional workload.

+ Subcommittees may consist primarily of Council members; however, participation may be solicited from experts inside
and outside of the Employment Department as warranted. Any participation outside the agency is on a volunteer basis
or paid for by the home agency.

Decision-Making
+ When possible, all decisions will be made by consensus of Committee members in attendance.

+ When consensus is not possible, the decision-making process will be achieved by a two thirds (2/3) majority vote of
voting members in attendance. A quorum of one half (1/2) of the entire Committee (both voting and nonvoting) must
be present for a vote to occur.

+ Decisions that impact agency budget, staffing, policy, or organizational change will be made in the form of
recommendations to the Executive Team. The Council will keep open lines of communication to the Executive Team to
ensure activities are closely aligned with the goals and objectives of the Department.

Information Location
Equity and inclusion information will be stored primarily on the Council’s intranet page.

Membership

+ Membership will consist of up to twelve rotating members and five standing members:
- Employment Department Director (Executive Sponsor)
- Equity and Inclusion Officer (Chair)
- Universal Access Coordinator
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- Human Resources Director or Designee
- Administrative Support

Membership of the Committee will represent a variety of business areas, roles and responsibilities, and geographic
locations across the organization.

Membership of the Committee will reflect the demographic and other diversity of Employment Department employees.
Rotating members will serve a 24-month term on the Council.

The Chair and Executive Sponsor may ask members to serve an additional 3-6 months to assist with continuity and
knowledge transfer on an as- needed basis.

Members who have already served a term may apply for additional terms. Such requests will be considered in the light
of the members’ expertise and commitment, and with consideration to the benefit of providing the opportunity to serve
on this Council to other employees.

Employees who are interested in participating will seek and obtain their manager’s approval, complete an application,
and submit the application for review and approval by the current Council. The Council will review and recommend
applicants to the Executive Team for final approval.

Functional Roles

Executive Sponsor

- Is a member of the Executive Team

- Provides guidance to the Council

- Coordinates communications with the Executive Team
- Is a nonvoting member

Administrative Support

- Records meeting minutes

- Schedules monthly meeting dates/times

- Arranges a meeting room for the monthly meetings

- Sends meeting reminders to Council members

- Sends approved meeting minutes to Council members

- Posts minutes on the Equity and Inclusion Council intranet page within two weeks of each meeting

Chair

- Creates the agenda for the Council

- Sends out reminders of projects to be completed

- Reviews and maintains the Equity and Inclusion Council webpage

- Facilitates meetings

- Tracks action items from meetings and follow up with any unanswered questions
- Supports and encourages activity among Council members

- Presents ideas to the Executive Team

Vice Chair

- Takes on duties delegated from Chair

- Facilitates meetings in absence of Chair

- Tracks membership dates or Council members

- Presents ideas to the Executive Team with Council Chair

- The Vice Chair application process will occur every 12 months

- The Vice Chair will apply to and be selected by the Executive Sponsor and Chair
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+ Rotating Member
- Actively participates in all meetings
- Gives prior notice to the Chair and Vice Chair when they are unable to attend

+ The Chair and/or Human Resources Manager may reach out to any members who have missed three or more
meetings in a 12-month period to discuss options for continued membership

Equity and Inclusion Council Membership Participation Agreement

The purpose of the Equity and Inclusion Council (“the Council’) is to promote and support equity and inclusion by providing
a wide range of policy recommendations to the Executive Team and learning opportunities to the entire Employment
Department. The Council envisions the Employment Department as a workplace where individual strengths are recognized
and appreciated and all employees are encouraged to contribute. Membership on the Council is optional and governed by
the charter. Membership does come with the following responsibilities:

1. Actively engage and participate in discussions and decisions at the regular monthly meeting. Respond to Council
emails in a timely fashion.

2. Devote up to (8) working hours per month (outside of travel time) to attend the Council meetings, work on projects,

and/or attend community events.

a. Members are expected to review agendas, minutes, draft policies, and other documents outside of the regular
monthly meetings and work with their managers to appropriately schedule this time.

b. While most meetings can be attended virtually when travel time is prohibitive or councilmembers are otherwise
unable to attend in person every month, attendance in person may be required on an occasional basis.

c. Attendance at community events may be requested for education, outreach, or recruitment purposes. This is
considered work time and requires manager approval.

d. Expenses related to travel or event attendance will generally be assumed by each councilmember’s division.
Requests for funding assistance from Human Resources or the Director’s Office may be directed to the Equity and
Inclusion Officer.

3. Model the agency’s values and operating principles.
4. Serve as a champion and advocate for equity and inclusion in the agency.

Please note, pursuant to the Charter, membership may not last longer than a 24 month term, although outgoing or former
members may apply for additional terms. However, if the terms of participation are not met for any reason, membership may
be discontinued at any time. Councilmembers must also remain in good standing in their regular work duties as a condition
of serving on the council. Managers should address concerns regarding a councilmembers’ standing in their regular work
duties to the appropriate Human Resources Business Partner.

By signing below, | affirm that | have read and understand the expectations of Council membership.

Member Name (Printed) Member’s Supervisor (Printed)

Member’s Signature & Date Member’s Supervisor’s Signature & Date
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Equity Framework

Program/Project name:

OED staff responsible for completing framework:

Framework start date:

Brief program/project description:

Goals of this program/project:

How will this impact the agency?

Introduction:

The Oregon Employment Department’s vision, “An Oregon where meaningful work enables the state’s diverse people and
businesses to realize their full potential, creating prosperity in every community” calls on us to build programs that are
equitable and accessible to our diverse populations.

The OED Equity Framework should be used at the start and throughout development of a new program or project, when
a significant change is introduced, and periodically for existing programs. Programs and projects may include any
customer-oriented agency work products, such as informational websites, applications, forms, local programs, jobseeker
screening tools, resources, outreach materials, assessments, etc. All questions in this framework are designed to assist
with compliance with Department of Labor (DOL requirements and promoting OED values.

This equity framework will be used as a guiding document for each program to develop and outline the core elements for
engaging with and providing services to communities. It will help our agency to better support and equitably serve our
historically and currently marginalized communities and underserved populations and deepen our understanding of the
communities we serve. Every OED division is responsible for using this framework and developing agency, division, or
program-specific strategies and concrete actions to address racial and economic disparities and ensure equitable access
to our programs. Whenever you have questions or concerns about using this framework, please reach out to our Universal
Access Coordinator or our Equity & Inclusion Officer.
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This framework consists of four primary areas of work:

‘

with technology

& We design our programs g We consult with ‘g We recognize that cultural 3 We use best practices in
8 with a goal of ensuring ..g representatives of oQ values and unconscious .© trauma-informed services
&-’ equitable access and "§ Oregon'’s tribes as g biases can impact our work g by engaging all customers
= opportunities for all. Some té: programs or policies .© and take conscious steps U  as if they have experienced
9 factors we consider are: O that might impact the 8 to avoid negative impacts 8 trauma.
g + Language (‘;: tribes are developed. § for our customers. §
§ + Disabillty .g § qg OED employees are also
=~ We take tribal We ensure that we are v impacted by trauma and
* Race and ethnicity governments’ :,6, continuously learning and E we will develop trauma-
« Culture recommendations % looking for unconscious % informed practices when
« Income and feedback as § bias when working = working with our staff.
and when it is possible. = internally or with
* Access to or comfort level § T
S
O

+ Gender identity
* Ability to travel

* Involvement with the
justice system

Universal Access
Language Access

+ The guidance below helps to ensure that the agency provides meaningful access for Limited English Proficient
customers to all of the agency’s programs, services, and benefits and that we are following the Language Access
Procedure.

+ Information on how to contact the department must be made available to customers who do not understand the
information received in the English language or would prefer further language assistance.

Complete the chart(s) below to show how you will incorporate language access for vital documents1, depending on whether
your project or program is statewide or local to a specific area. Option 1 is the default/primary option for language access,
but if it is not possible to use, then Option 2 should be considered next, with Option 3 as the last choice.

List the option selected in

each row. If Option 1 is not

selected, explain why you
selected Option 2 or 3.

Vital Documents for Option 3

Statewide Programs

Outreach materials
(applications,
instructions, program
overviews)

Translate all materials
into Spanish,
Vietnamese, Russian,
Traditional Chinese,
Simplified Chinese,
Korean, Arabic,
Somali, Lao, Amharic,
and Farsi

N/A

N/A
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Websites Translate all materials | N/A N/A
into Spanish,
Vietnamese, Russian,
Traditional Chinese,
Simplified Chinese,
Korean, Arabic,
Somali, Lao, Amharic,

and Farsi

Send according to Translate notice into | Translate notice into
customer’s requested | Spanish, Vietnamese, | Spanish; send Babel
language Russian, and notice with

|
'The languages may change as populations change. Be sure to use the newest list. A document will be considered vital if it contains
information that is critical for obtaining services and/or benefits or is required by law. Vital documents include, but are not limited to,
applications; consent and complaint forms; notices of rights and disciplinary action; notices advising LEP individuals of the availability
of free language assistance; and written tests that do not assess English language competency, but rather competency for job skills
and other skills for which English competency is not required; and letters or notices that require a response from the beneficiary or

Customer notices

customer (Federal Register/Vol. 65, No. 159/Notices 50123).

Traditional Chinese;
send Babel? notice
with specific contact
info in Simplified
Chinese, Korean,
Arabic, Somali, Lao,
Ambharic, and Farsi

specific contact info in
Vietnamese, Russian,
Traditional Chinese,
Simplified Chinese,
Korean, Arabic, Somali,
Lao, Amharic, and Farsi

Email listservs

Send according to
customer’s requested
language

Translate entire email
into Spanish or have
separate Spanish
listserv; have short,
standardized
template for
Vietnamese, Russian,
Traditional Chinese,
Simplified Chinese,
Korean, Arabic,
Somali, Lao, Amharic,
and Farsi listservs
directing customers to
the website
homepage to read
update

Translate entire email
into Spanish or have
separate Spanish
listserv; include Babel
notice with specific
contact info in
Vietnamese, Russian,
Traditional Chinese,
Simplified Chinese,
Korean, Arabic, Somali,
Lao, Amharic, and Farsi

Text alerts (if added
to OED’s
communications)

Translate entire text
into Spanish,
Vietnamese, Russian,
Traditional Chinese,
Simplified Chinese,
Korean, Arabic,
Somali, Lao, Amharic,
and Farsi—can be a
standardized template
directing customers to
thespecific update on
the website

N/A

N/A
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Social media posts | Post separately in If critical content N/A
Spanish, Vietnamese, | (program change,
Russian, Traditional | application link,
Chinese, Simplified etc.):

Chinese, Korean, Post separately in
Spanish,

____________________________________________________________________________________________________________________________________________________________________|
2 A Babel notice is a short notice included in a document or electronic medium (e.g., Web site, “app,” email) in multiple languages
informing the reader that the communication contains vital information, and explaining how to access language services to have the

Arabic, Somali, Lao,
Ambharic, and Farsi —
can be a standardized
template directing
customers to the
specific update on

the website OR exact
copy of the English
post

contents of the communication provided in other languages.

Vietnamese, Russian,
Traditional Chinese,
Simplified Chinese,
Korean, Arabic,
Somali, Lao, Amharic,
and Farsi — can be
standardized template
directing customers to
the specific update on

the website
U U x U10 0 D11Ud 0 DIOJ o[+ d . J 0
atio 0 d Optio
Option 1 Option 2 Option 3
Outreach materials | Consult with Universal | Translate all materials | N/A
(applications, Access Coordinator to | into Spanish; include
instructions, pro- determine language | Babel notice with
gram overviews) priorities for the area | specific contact info in
and translate all Vietnamese, Russian,
materials into those | Traditional Chinese,
languages Simplified Chinese,
Korean, Arabic,
Somali, Lao, Amharic,
and Farsi
Websites Consult with Universal | Translate all materials | N/A

Access Coordinator to
determine language
priorities for the area
and translate all
materials into those
languages

into Spanish; include
Babel notice with
specific contact info in
Vietnamese, Russian,
Traditional Chinese,
Simplified Chinese,
Korean, Arabic,
Somali, Lao, Amharic,
and Farsi

Oregon Employment Department | Affirmative Action Plan 2023-2025 | Support Business & Promote Employment | Page 43




Customer notices

Send according to
customer’s requested
language

Consult with Universal
Access Coordinator to
determine language
priorities for the area
and translate notices
into those languages;
include Babel notice
for remaining
languages

Translate notice into
Spanish; send Babel
notice with specific
contact info in
Vietnamese, Russian,
Traditional Chinese,
Simplified Chinese,
Korean, Arabic, Somali,
Lao, Amharic, and Farsi

Email listservs

Send according to
customer’s requested
language

Consult with Universal
Access Coordinator to
determine language
priorities for the area
and provide listservs
in those languages;
include Babel notice
for remaining
languages

Translate entire email
into Spanish or have
separate Spanish
listserv; include Babel
notice with specific
contact info in
Vietnamese, Russian,
Traditional Chinese,
Simplified Chinese,
Korean, Arabic, Somali,
Lao, Amharic, and Farsi

Social media posts

Equity Check In for Language Access: Describe your timeline for providing the above vital documents in languages other

Post separately in
Spanish, Vietnamese,
Russian, Traditional
Chinese, Simplified
Chinese, Korean,
Arabic, Somali, Lao,
Amharic, and Farsi

- can be standardized
template directing
customers to the
specific update on
the website OR exact
copy of the English
post

If critical content
(program change,
application link,
etc.):

Post separately in
Spanish, Vietnamese,
Russian, Traditional
Chinese, Simplified
Chinese, Korean,
Arabic, Somali, Lao,
Ambharic, and Farsi

- can be standardized
template directing
customers to the
specific update on the
website

than English, as compared to providing in English:
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Additional Universal Access Components

Check each applicable box below and add comments as indicated. Please refer to the Reasonable Accommodations for
Customers Procedure as needed.

Online :
(specify if Paper/ Mail

In Person
website and/or Fax

social media)

How will information about this program be
presented to the public?

How will we make applications available to
potential applicants?

How will applicants apply to the program?
If any of the above options (online, mobile, etc.) are not selected in every row, we will create a barrier to access. Please
provide further information and explain how you will overcome any barriers, and contact the Universal Access Coordinator
with any questions:

Will customers need to be physically present for any portion of the program? dYes dNo Tobe determined

If yes, we will create a barrier to access. Please provide further information dYes WNo QO Tobe determined
and explain how you will overcome this barrier, and contact the Universal
Access Coordinator with any questions:

Online Access: If any part of your program is available online, please complete the following table

If you are contracting for an online services vendor, will the vendor’s work dYes dNo Tobe determined
products meet the accessibility criteria outlined in Section 508 Standards?
Does the online platform support all the languages listed in OED’s dYes dNo Tobe determined

LanguageAccess Procedure, including special characters for the
languages? If no, explain in the Languages section.

Will LEP customers be able to request and receive language assistance dYes WNo O Tobe determined
through the online platform?
Will customers with disabilities be able to request and receive reasonable dYes WNo O Tobe determined

accommodations through the online platform? This includes learning,
developmental, mental health, Deaf, hard of hearing, blind, low vision, or
other physical or mental disabilities.

Will printing and/or ink signatures of any documents be required from the dYes WdNo I Tobe determined
online service? If yes, how will customers without a printer use this
program?

Will there be testing to check that online systems meet the guidelines of the dYes dNo I Tobe determined
ICT Accessibility 508 Standards and 255 Guidelines?

Will the online platform be mobile-friendly (easily used by cellphone)? QYes dNo U Tobe determined
Will the same services available online be available on mobile devices? dYes dNo dTobe determined

a 0 - Jln N O - 0 - -
0 or O A 2 D13 0 0" 3 ano DI 00 0 oF:
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Phone Access: If any part of your program is available by phone, please complete the following table

What hours will the telephone services be available?

Is this different than other telephone services (for example, non-standard hours or part-time)?

How will customers unable to call during regular business hours of 8 am -5 pm access this process?

How will customer costs (time, cell minutes, etc.) be minimized?

How will customers with disabilities request and receive reasonable accommodations by telephone? Types of disabilities
could include learning, developmental, mental health, Deaf, hard of hearing, blind, low vision, or other physical or mental
disabilities.

How will LEP customers request and receive language assistance by telephone?

Paper/Mail/Fax Access:

If any part of your program is available by paper, US mail, or fax, please complete the following table

How/where will customers obtain the application materials? Please describe how costs to the customer, including travel
and time, will be minimized or eliminated.

Will paper applications be made available at multiple community locations? If yes, provide examples.

How/where will customers submit the application materials? Please describe how costs to the
customer, including travel and time, will be minimized or eliminated

How will customers with disabilities request and receive reasonable accommodations through the paper application pro-
cess? Types of disabilities could include learning, developmental, mental health, Deaf, hard of hearing, blind, low vision,
or other physical or mental disabilities.

How will LEP customers request and receive language assistance through the paper application process?

Will there be a significant delay in processing paper forms compared to online? If yes, how will the delay be reduced or
mitigated so there is no disparate impact on customers who apply through paper forms?
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Will documents meet the guidelines of the ICT Accessibility 508 Standards and 255 Guidelines regarding colors and
accessibility?

Describe the community outreach plan to ensure that LEP customers and other currently and historically
marginalized groups are aware of the program. Please refer to the Language Access Procedure for examples

and consult with the Universal Access Coordinator, Equity and Inclusion Officer, and Communications
Director as needed.

Gender Identity and Expression

How will the program be inclusive of trans and non-binary customers? Please refer to the Gender Identity and Expression
Procedure for additional information.

. UYes No Explanation:
Users can indicate pronouns

Use of inclusive gender markers (M, F, X, [ dYes ([ No Explanation:
and other)

Users can identify preferred or chosen names dYes No  Explanation:

Other: UYes WNo Explanation:

How will you ensure employees are using the Gender Identity and Expression Procedure when working with

customers (such as having pronouns listed in email/ID badges/video meetings, etc.)
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Involved in the Justice System
Will customers who currently are or have previously been involved in the justice system or

are currently incarcerated be treated differently in this program? dYes INo
If yes, please explain, in detail, the efforts to reduce any negative impact:

Will this program do anything to encourage participation and engagement from customers

who currently are or have previously been involved in the justice system or are currently dYes WNo
incarcerated?

If no, explain why not. If yes, please explain in detail the efforts the program will make:

Please provide more information and any options for reducing barriers in the program for customers who currently are or
have been involved in the justice system.

Tribal Consultation

It is the policy of the Oregon Employment Department to recognize and respect the culture, history, and traditions of
Oregon’s American Indians, and to cooperate and communicate with Oregon’s tribal governments and members.

We seek input from and consultation with representatives of Oregon’s tribes as programs or policies that might impact
the tribes are developed. Consultation should occur as early in the planning process as possible.

Describe your tribal consultation plan.

What in this plan will be used to incorporate feedback and guidance given to the program from tribal governments?

If you need assistance, OED resources include

+ Tribal Liaison, Rebecca Nance
* Tribal Government to Government Relations Policy
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Trauma-Informed Services Reminder

If the program is customer-facing, consider the best practice in trauma-informed services to engage all customers on the
presumption that they have experienced trauma. Remember, too, that employees can experience trauma in customer
contact. Ensure that resources are available to employees. Examples of resources include this training on engaging

customers with trauma histories and this training on toxic stress.
b |

Best practices for customers are to... Best practices for employees are to...
* Be validated + Be transparent about what the employees can and cannot do
+ Be heard + Be compassionate
+ Feel safe + Respect the customer’s story
* Build trust + Validate the customers’ experiences
+ Be empowered to change their situation + Set limits/boundaries on how much of the customer’s story is
+ Be an active collaborator in the process theirs to hear
+ Feel a sense of control + Understand that customers’ behaviors are tools they use to

navigate the world and not as maladaptive behavior

* Avoid power struggles

+ Focus on what the customer needs and how to move them
through the process

+ Avoid making choices for the customer if at all possible

As you continue through this equity plan, consider how your program allows for using these trauma- informed strategies.
And, consider how this program allows for supporting employees through a trauma-informed lens.

Describe any challenges presented to employees using trauma-informed strategies and the plan for overcoming

the challenges. For example, have the relevant staff been trained on trauma-informedpractices? How will they
incorporate trauma-informed practices into this program or project’s daily work?

Cultural Values and Unconscious Bias Reminder

All customer-facing agency divisions involve OED employees exercising their judgment to assess customers’ credibility,
reasonability, suitability for employment, or other aspects that would affect what services or benefits an agency customer
receives. Therefore, please complete this section on cultural values from the required Managing Unconscious Bias
training. For additional information, refer to the cultural values and unconscious bias handout.

Describe how you will continuously train and hold staff accountable for the impact of cultural values and
unconscious bias through training, practice scenarios, data analysis of program outcomes, or other methods.

Where are there gaps in knowledge and skill now that need to be addressed?

After completing the first draft of this document, please contact the Universal Access Coordinator or Equity and

Inclusion Director to schedule an initial review and meeting. Thank you!
I R e I —————————————
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Samples of All-Staff Communications

From: GERSTENFELD David K * OED
To: GERSTENFELD David K * OED
Subject: Director”s Office update - 2021 November 10
Date: Wednesday, November 10, 2021 11:49:49 AM

Sentto OED_DL_ALL_STAFF
Dear Employment Department colleagues,

You can see a video from Mike Smith, our CFO. He talks about how we recently responded to an emergency at our Medford Office,
and he provides information about the payroll and time tracking replacement project.

As we near Veterans’ Day, | want to express my gratitude to the many Employment Department employees who have served this
country in the military. While all of us at OED work to serve the people of Oregon, our veteran colleagues have committed themselves
to serving our entire country, often going far from home and putting themselves in danger for our benefit. | want to recognize and thank
our veterans for their hard work, sacrifices, risks, and accomplishments. I'm extremely proud to work with so many dedicated veterans
and appreciated the opportunity to hear from some of our many veterans during the panel hosted yesterday by our Equity and Inclu-
sion Council. If you missed it, | strongly encourage you to watch the recording to learn more about how our agency can support and
welcome veterans, both as our employees and our customers. I'm also proud that an important part of our agency’s work is supporting
veterans throughout Oregon.

| also want to thank so many of our colleagues for their clear dedication to racial equity and justice here at the Employment Depart-
ment. It is essential for people to call out discrimination when they see it, so we can promote a positive, safe, and learning environment
where employees feel valued and supported. For some people, it might be uncomfortable to have these discussions and confront these
issues at work. However, it is our responsibility to do this hard work if we are to

become a truly anti-racist organization. A little discomfort pales in comparison to how difficult it is for people who deal with the pervasive
impacts of historic racism and ongoing bias and discrimination every day.

Our core vision is to create “An Oregon where meaningful work enables the state’s diverse people and businesses to realize their

full potential, creating prosperity in every community.” We cannot meet our agency’s vision without confronting the painful impact of
discrimination and the different positions different communities, and individuals, are in. This means looking at how our laws, policies,
procedures, technology, and so many other things work, and it also means looking at how we all treat the public and each other. This is
an obligation of the Employment Department as an organization, and also of each of us individually. That is why it is so important that
we keep having these discussions - to identify and heal systemic inequities. These can be difficult topics, and that is part of why it is so
important we have these discussions in ways that are consistent with our agency values — in ways that honor each person’s experi-
ence, and that treat everyone with dignity and respect.

| am proud of work we have done so far to address these important issues, including implementing our Affirmative Action Plan, support-
ing the great work of our Equity and Inclusion Council, and our bystander intervention training. | attended this training myself recently,
and was impressed by the way it gives each of us some concrete tools we can use to act when we see something that does not seem
right. There is much more to be done, and while daunting work, it is also among the most impactful things we can do to help Orego-
nians. Thank you all for being committed to doing the right thing.

-David

David Gerstenfeld | Acting Director | Oregon Employment Department
503-947-1477 | david.k.gerstenfeld@employ.oregon.gov Pronouns: he, him

For scheduling, please contact my assistant, Katherine Bartlett | Desk: 503-947-1474 | Cell: 503- 508-4073 |
katherine.l.bartlett@employ.oregon.gov

We envision an Oregon where meaningful work enables the state’s diverse people and businesses to realize their full
potential, creating prosperity in every community
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From: GERSTENFELD David K * OED

To: GERSTENFELD David K * OED
Subject: Director”s Office update - 2021 August 26
Date: Thursday, August 26, 2021 5:15:19 PM

Sentto OED_DL_ALL_STAFF
Dear Employment Department colleagues,

Let me apologize for a long update email (many of you know my emails tend to be long, and there is a lot going on that | want to make
sure we are all informed about

There have been several recent events regarding health and safety - in general and for us as employees of the executive branch of
state government. With the conclusion of the Food and Drug Administration’s (FDA) thorough and scientific review of the Pfizer
vaccine, and its formal approval of that vaccine, we learned that the deadline for state employees to be fully vaccinated is October
18. As always, we will share as much information and answer as many questions as possible. However, it's important to note that a
lot of the details haven't been worked out yet, and we'll have to wait to get answers on some of our key questions. | encourage you to
read the DAS FAQs about the vaccine mandate for executive branch employees. DAS is updating this document as more information
becomes available.

Just yesterday, we all got some more information when DAS released information (attached about how employees can go into
WorkDay to complete the required steps to verify your vaccination (I just did it this morning - it is pretty quick and simple.

The second of the three required steps is where people can request an exemption if their medical condition or sincerely held religious
beliefs preclude them from being able to be vaccinated. This is a new process being rolled out to a large number of people

(this should sound familiar to us here at OED! so please be patient if there are some bumps along the way with this new process.

This step of requiring vaccines was taken because of the incredibly fast spread of the Delta variant of COVID-19. That same issue

led Governor Brown to recently announce statewide outdoor mask requirements. Effective this Friday, masks will be required in most
public outdoor settings, including large outdoor events, where physical distancing is not possible, and regardless of vaccination status.
| know it can be frustrating, as it feels like we're going backwards just as we were starting to relax our safety protocols. However, with
an average of 2,077 new COVID-19 cases per day last week, and hospitals across the state running out of capacity and staff, we must
be diligent in protecting our families, coworkers, customers, and ourselves from the spread of the virus.

| also wanted to share that Gerhard Taeubel, PFMLI Division Acting Director, after a lot of reflection, has decided to pursue other
interests. | cannot express enough my gratitude to Gerhard for all he’s done for PFMLI. | was excited to hire him as the PFMLI Division
Deputy Director in early 2020, and by June, he agreed to step into the role of PFMLI Division Acting Director, during a time of intense
stress on all of OED.

Under Gerhard’s leadership, PFMLI was able to achieve significant progress even during the turbulence of the pandemic, including
working with many partners to have PFMLI technology components incorporated into Modernization. This partnership means the tech-
nology to support PFMLI contributions is now actively being developed, and importantly it is being done as part of the same
contributions system as for Ul contributions, furthering our agency’s goal of making our programs and systems customer focused.
Gerhard also helped PFMLI in many other ways, including making key programmatic decisions (such as that PFMLI benefits will be
administered by OED, and not an external third party, guiding the legislative adjustment of the program’s implementation dates,
making considerable headway with policies and rules, building a foundation for communications and outreach, and, most of all,
building a great team to put all of the pieces together to implement such an important program.

Gerhard will be a tough act to follow, so we hope to launch an open-competitive recruitment to permanently fill the PFMLI Director
position as soon as possible. Gerhard plans to stay through the end of October, and our goal is to fill the position before he leaves.
With Gerhard here through October, and Ashley Carson Cottingham continuing in her role as the PFMLI Acting Deputy Division
Director, | know we will keep making great progress with building this important program.

Even with the surge of the Delta variant making it harder to predict what the public will need the most from us, | am excited about our
ongoing focus on helping them. We are committed to our operating principals, including being a learning organization — always looking
at how we can fulfill our mission better. As part of that, we are working with some consultants who are helping us look at how we are
operating, and opportunities for us to develop our best roadmap for the future. A lot of what we are doing now was put together quickly,
out of necessity during a severe crisis. We want to make sure to keep and expand on the things we have learned that work well, but
also now spend some time seeing how to best operate in a longer term, more sustainable way. This is exciting, and some of you may

Oregon Employment Department | Affirmative Action Plan 2023-2025 | Support Business & Promote Employment | Page 51



see these consultants doing some job shadowing to get a good understanding of what the work looks like as we are directly helping
the public.

And, speaking of looking at how we can best fulfill our mission, | am glad to invite you to attend the annual Oregon Statewide Diversity,
Equity, and Inclusion (DEI Conference (the conference schedule is attached. Whether you are just starting to learn more about DEI

or are eager for more advanced sessions, there’s a wealth of content for you at this year’s conference. Just as you all have inspired
me with your incredible dedication to the people of Oregon throughout our pandemic response, | hope that this conference inspires you
to find ways to promote diversity, equity, and inclusion from wherever you sit within the agency. Our values of respect, integrity, and
community call us into this work, and | see employees at OED answering that call every day. We each have the power to bring positive
change, whether through bringing an open mind and awareness of our cultural values to interview panels, assisting in culturally-
informed community engagement, providing feedback on our policies and procedures from an equity lens, taking accountability when
we unintentionally cause harm, or by simply by checking in with each other to see if there’s a colleague who needs our support. While
our workload remains high, my expectation is that all employees and managers interested in attending this year’s conference will be
able to attend at least one session live and schedule time to view the recorded sessions once they are released through Workday
(however, please note that not all sessions may be recorded. If you are interested in attending one or more live sessions, please work
with your manager to schedule your attendance. | would also like to thank Olivia Huynh (who you can contact if you have any questions
about how to register in Workday and Winona Butler, who have represented OED on the conference planning committee for the past
year and coordinated our sponsorship of this event. Thank you both!

I'd also like to share that our Executive Team has recently adopted an Equity Framework for OED. Developed by our Equity and
Inclusion Council (EIC with the support of the IT Project Management Office and beta testers in Unemployment Insurance and
Workforce Operations, this is a guiding document for new programs and projects. It covers topics such as universal access, tribal
consultation, and trauma-informed services. In adopting this framework for our agency, the Executive Team'’s goal is for us to better
support and equitably serve our historically and currently marginalized communities and deepen our understanding of the communities
we serve. Our EIC has been working on introducing it to each division, and all divisions are responsible for beginning to incorporate this
framework into their new projects and programs. Our entire Executive Team is committed to ensuring equitable programs and projects,
and we look forward to hearing how this tool has supported and guided your work as well as your suggestions for future updates of the
framework. While no program or project may ever be perfect, each step we take using this framework can bring us closer to reaching
our vision of an Oregon where meaningful work enables the state’s diverse people and businesses to realize their full potential, creating
prosperity in every community. Thank you all for being part of this work, and whenever you have questions or concerns about using this
framework, please reach out to your manager, our Universal Access Coordinator, or our Equity & Inclusion Officer.

And, finally, | wanted to close with reiterating my always growing appreciation for all that you do. With the uncertainty of the COVID

virus, there are more questions lately about our services and how the pandemic is impacting our ability to help the public. | am proud
to share how committed you all are, and the many ways we are helping people, and remain ready to shift if circumstances require.

-David

David Gerstenfeld | Acting Director | Oregon Employment Department
503-947-1477 | david.k.gerstenfeld@employ.oregon.gov Pronouns: he, him

For scheduling, please contact my assistant, Katherine Bartlett | Desk: 503-947-1474 | Cell: 503- 508-4073 |
katherine.l.bartlett@employ.oregon.gov

We envision an Oregon where meaningful work enables the state’s diverse people and businesses to realize their full
potential, creating prosperity in every community
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Sent to OED_DL_All_Staff

State of Oregon
Employment
Department

Equity and Inclusion Council

February 3, 2022

Habari!
(“hello” or “hi” in Swahili)
By Oni Marchbanks, Equity and Inclusion Councilmember

Fun fact: The total number of languages natively spoken in Africa is
variously estimated (depending on the delineation of language vs dialect)
at between 1,250 and 2,100, and by some accounts at over 3,000. Nigeria
alone has over 500 languages, one of the greatest concentrations of
linguistic diversity in the world!

Welcome to the first week of Black History Month! Black History Month
occurs every February. It pays tribute to and celebrates the achievements
of Black Americans and acknowledges the central role of African
Americans in United States history. This month-long observance in the US
and Canada is a chance to celebrate Black achievement and provide a
fresh reminder to take stock of where systemic racism persists and give
visibility to the people and organizations creating change.

With the help of colleagues from across OED, we will be producing a special
Black History Month presentation for OED. As a member of the Equity &
Inclusion Council, it is also an incredible privilege to me to help provide the
opportunity to each of you to learn & unlearn about the Black lived
experience. Our objective for this presentation is to bring clarity, inclusion,
and insight to the forefront of our workplace interactions. We appreciate
each of you who will take the time to join us on this journey. The
presentation is filled with poetry, music, perspectives from many of OED’s
Black managers & colleagues. | hope you enjoy the diversity of the
presentation as much as we did putting it together, and we look forward to

sharing it with you. Tuonane tena & asante (“”see you soon” and “thank
you” in Swahili)!

While we finalize our presentation, here are some other Black History
Month events and materials to help honor the month:

* Migration to Eastern Oregon, an early 1900s Perspective
(through Workday Learning)
February 10, 3-4 pm via Zoom
Join OED and the Oregon Judicial Department to learn about
Maxville, a Wallowa County community that was home to many new
Oregonians that migrated for jobs in the thriving timber industry
from 1923 into the 1930s. The town of Maxville operated as a
company town for a Missouri lumber company and hosted an
interesting mix of Greek immigrants and Black workers from the
south and east.

* All Power to the People: Remembering the Legacy of the
Black Panther Party

Multiple in-person events in Portland from February 11-13

Gather to hear reflections on the legacy of the Black Panther Party
in Portland, including personal recollections from founding member
Mr. Kent Ford.

¢ Building Peaceful Communities: Standing on My Sisters' Shoulders

February 16, 6-8 pm via Zoom
Watch and discuss a civil rights documentary centered on three

Black women from Mississippi and their experiences in the 1960s
civil rights movement.

* State of Oregon Diversity, Equity, and Inclusion Action

Plan (through Workday Learning and rescheduled from January)
February 17, 9 — 10: 30 am via Zoom
Oregon’s Chief Cultural Change Officer Serena Stoudamire-Wesley
will focus on why this Action Plan is important to our mission,
culturally responsive leadership, and how to implement
organizational change followed by a Q & A session to
answer your questions about the plan! This event was rescheduled
from an earlier date in January and will be recorded.

* 73 years after winning first ‘Top Gun’ competition, Black pilots are
honored
Read about the accomplishments of this all-Black fighter and bomber
group, which was one of the most decorated squadrons in the
segregated military during World War 1.

® Find more virtual events around the globe!

Happy Lunar New Year!

YEAR OF THE TIGER

‘We wish everyone celebrating the Lunar New Year and Year of the Tiger a
wonderful celebration with family and time of renewal! To help build
awareness of this annual holiday, we’d like to share this article from Travel

Oregon:

Lunar New Year, traditionally known as the Spring Festival in many East
Asian and South Asian cultures, marks a period of renewal. The holiday
brings together friends and family to feast, reflect and usher in prosperity,
happiness and good health.

Based on the traditional lunisolar calendar, Lunar New Year does not
adhere to a fixed date like the January 1 of the Gregorian calendar.
Typically occurring anywhere between January 19 and February 23, Lunar
New Year in 2022 falls on February 1. In accordance with the Chinese
zodiac, each year is associated with one of the five Chinese elements and
one of 12 astrological animals. This is the Year of the Tiger.

Cultures that celebrate Lunar New Year include Chinese, Korean,
Mongolian, Tibetan and Vietnamese — many of which have long and rich
histories in Oregon, including small towns like Baker City and John Day.
Enticed by gold-mining opportunities, Cantonese-Chinese immigrants
settled in the Oregon Territory before it was granted statehood. As the
state flourished, Chinese and Japanese communities grew and contributed
to the agricultural and fishery industries.

Today many of the cultural traditions remain the same. The three-day
Korean Seollal celebration encompasses the day before, the day of and the

Oregon Employment Department | Affirmative Action Plan 2023-2025 | Support Business & Promote Employment | Page 53



with sliced rice cakes. During the Vietnamese Tét Nguyén Dén, families

display New Year trees, which are decorated with good-luck charms and
origami, and enjoy bdnh tét — sticky rice filled with mung beans and/or
meat and wrapped in banana leaves.

the Kitchen God, a highly revered deity who reports to heaven on families’
deeds.

This year celebrations across the state may look a little different than years
past, but communities are finding inventive ways to get festive. Find events
here.

Sponsored by the Acting Director, the Employment Department’s Equity
and Inclusion Council is an employee group that provides a wide range of
policy recommendations to the Executive Team and learning opportunities
to the entire Employment Department. It envisions the Employment
Department as a workplace where individual strengths are recognized
and appreciated and all employees are encouraged to contribute. Please
send your questions, feedback, and ideas for the Council to
Teresa.L.Rainey@oregon.gov or
through this form.

The Oregon Employment Department fosters fairness, equity, and
inclusion to maintain a workplace environment where everyone is treated

with respect and dignity regardless of race, color, national origin, religion,
sex, sexual orientation, gender identity, marital status, age, veteran
status, disability, or status as a victim of domestic violence, harassment,
sexual assault, or stalking. This policy applies to every aspect of our
employment practices, including recruitment, hiring, retention,
promotion, and training.
A goal of the Oregon Employment Department is to become an employer

of
choice for individuals of all backgrounds and promote an inclusive

workplace culture that encourages diversity and allows employees to

State of Oregon
Employment
Department

Equity and Inclusion Council

April 6, 2022

Second Chance Month 2022

The Equity and Inclusion Council is excited to announce an upcoming event in celebration of Second Chance
Month 2022. Please join us for a live presentation and panel discussion about the issues the justice-involved
community is currently facing. The event will be centered around supporting and uplifting justice-involved

individuals on their journey towards re-entry into society. Please make sure you have manager approval to
attend, and we will record the presentation for future viewing.

Event details:
Thursday April 14, 2022
9:00 - 10:30 am
Via Zoom
Register
here!

Confirmed speakers:
Barbara Schultz, Constructing Hope
Aaron Harris, Oregon Employment
Department
Amy Bertrand, Oregon Department of Corrections
Nicole Stapp, Future Ready Oregon
Enrica Gardner, Oregon Employment Department

excel.
Regards, Sponsored by the Acting Director, the Employment Department s Equity and Inclusion Council is an
employee group that provides a wide range of policy recommendations to the Executive Team and
Teresa Rainey learning opportunities to the entire Employment Department. It envisions the Employment Department
Equity and Inclusion Officer as a workplace where individual strengths are recognized and appreciated and all employees are
Pronouns: she, her - Why do pronouns matter? encouraged to

Oregon Employment Department

contribute. Please send your questions, feedback, and ideas for the Council to
Cell: (503) 586-9240

Teresa.L.Rainey @oregon.gov or
through this form.

04/09/2021 Equity Framework Page 31 of 12

The Oregon Employment Department fosters fairness, equity, and inclusion to maintain a workplace
environment where everyone is treated with respect and dignity regardless of race, color, national origin,
religion, sex, sexual orientation, gender identity, marital status, age, veteran status, disability, or status as

a victim of domestic violence, harassment, sexual assault, or stalking. This policy applies to every aspect
of our employment practices, including recruitment, hiring, retention, promotion, and training. A goal of
the Oregon Employment Department is to become an employer of choice for individuals of all
backgrounds and promote an inclusive workplace culture that encourages diversity and allows employees
to excel.

Regards,

Teresa Rainey

Equity and Inclusion Officer

Pronouns: she, her - Why do pronouns matter?
Oregon Employment Department

Cell: (503) 586-9240

'State of Oregon
Employment
Department

We envision an Oregon where meaningful work enables the state’s diverse people and businesses to realize their
full potential, creating prosperity in every community.
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State of Oregon
Employment
Department

Equity and Inclusion
Council

July 21, 2021

Greetings from your Equity and Inclusion Council! We hope you're having a wonderful summer and
taking time for self care and rest as we all continue experiencing high workloads. You can also watch our
recorded session on managing workplace stress for some helpful strategies.

Please also take some time to review both our required training and optional event recordings listed
below and work with your manager to schedule your training time. And, let us know if you have any
topics that you'd like to see covered in future trainings!

Culture Matters Part 2: Bystander Intervention Skillbuilding (required*)
*Our Executive Team'’s goal is for all employees to complete this training from our Affirmative Action Plan
by 6/30/23. As it’s a longer training and only provided live, please try to schedule your session as soon as

possible! Sessions are currently scheduled from August-December 2021, with more to come in 2022.

Have you ever been in a workplace conversation when someone said something biased that made you
uncomfortable, but you weren’t sure how to respond? Sometimes it can be challenging to address

on growth and action in order to model our agency values of respect, integrity, and community.

Please note that this training takes place over two, half day Zoom sessions, and computer audio will be used.
You must be in attendance for the entire training in order to receive credit for attending, and make sure that
you've already taken Part 1! Register here.

Juneteenth 2021: A Walk of Liberation (optional but highly encouraged)

We were honored to host a two-week celebration of Juneteenth this year from cultural artivists (yes, you

pace to learn more about the history and current significance of Juneteenth. Register here.

LGBTQ+ Pride 2021 (optional but highly encouraged)

Need an energy boost? To celebrate Pride this year, we recorded an educational and uplifting discussion
with legendary Portland drag queen Poison Waters that touched on the themes of being queer and a
person of color in Oregon. Don't miss this great session! Register here.

Sponsored by the Director, the Employment Department’s Equity and Inclusion Council is an employee
group that provides a wide range of policy recommendations to the Executive Team and learning
opportunities to the entire Employment Department. It envisions the Employment Department as a
workplace where individual strengths are recognized and appreciated and all employees are encouraged
to contribute. Please send your questions, feedback, and ideas for the Council to
Teresa.L.Rainey @oregon.gov.

The Oregon Employment Department fosters fairness, equity, and inclusion to maintain a workplace
environment where everyone is treated with respect and dignity regardless of race, color, national
origin, religion, sex, sexual orientation, gender id%ntity, marital status, age, veteran status, disability,
or status as a victim of domestic violence, harassment, sexual assault, or stalking. This policy applies
to every aspect of our employment practices, including recruitment, hiring, retention, promotion, and
training. A goal of the Oregon Employment Department is to become an employer of choice for
individuals of all backgrounds and promote an inclusive workplace culture that encourages diversity
and allows employees to excel.

Regards,

Teresa Rainey

Equity and Inclusion Officer

Pronouns: she, her - Why do pronouns matter?
Oregon Employment Department

Cell: (503) 586-9240

State of Oregon
Employment
Department
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State of Oregon —

Employment g

Department '

Equity and Inclusion
Council

December 22, 2021

Upcoming Events!

Diversity, Equity, and Inclusion
Action Plan

A Roadmap to Racial Equity and Belonging

1. Interested in joining our Equity and Inclusion Council (EIC)? We’ll be
recruiting soon! Watch for an application announcement in January from

—12:00 pm to hear our 2021 accomplishments, learn what’s coming up in
2022, and ask your questions! Please register through Zoom, and this event
will be recorded.

. Join us on January 12, 9:00 - 10:30 am, to learn about the State of
Oregon Diversity, Equity, and Inclusion Action Plan from Serena
Stoudamire:Wesley,

Oregon'’s Chief Cultural Change Officer! At this 90-minute event, Chief

mission, culturally responsive leadership, and how to implement
organizational change followed by a Q & A session to answer your questions
about the plan! Please register through Workday, and this event will be
recorded.

EIC events should be attended on paid training time. Please work with your manager
to schedule your attendance.
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Supporting Mental Health

A note from Teresa Rainey, OED’s Equity and Inclusion Officer

Hello OED colleagues,

This time of year can be a wonderful time for enjoying family, hot cocoa, and many

different religious and cultural celebrations. It can also be a difficult time for any of us
who are mourning the passing of a loved one, struggling to maintain resiliency during
the pandemic, or feeling overwhelmed by work or family stressors. | know that you all

are doing incredible work here day after day to serve our customers’ needs. | also
want to recognize that just as our fellow Oregonians deserve our best efforts, so do
each of you deserve the best for yourselves in care and compassion, in an
environment free of stigma or stereotypes related to mental health. In that spirit, I'd
like to highlight two resources that are available to you 24/7 for coping with grief,

stress, or other mental health concerns:

1. Lines for Life, which is available at 800-273-8255 if you or a loved one are
experiencing a mental health crisis. You can also find their dedicated service
lines for racial equity, service members and veterans, seniors, youth, and more
here.

a. For help connecting our customers in crisis to Lines for Life, please refer
to our agency procedure (you will need to log in to EDweb in order to
access it).

. Cascade Centers, our Employee Assistance Program (EAP), which provides
free and confidential crisis counseling at 800-433-2320. Access to routine
care typically takes place within 5-7 business days, and within 24-48 hours for
crisis services.

If you’ve been wondering when is the right time to connect with mental health

resources, | encourage you to take the time for yourself now to make that

connection. I'd also like to share an equity-centered practice from Cascade Centers

that I've found helpful when I've needed their services: they can help you select a

counselor who you feel most comfortable working with, based on any of the

following factors:

Continues on next page.
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Clinical specialty; including expertise working with the LGBTQ population,
serving people with learning disabilities, experience with geriatrics,
military veterans, etc.

Geographic location, including neighborhoods with diversity in SES
Accessibility of office location for those with mobility issues

Language spoken

Ethnicity

Gender

The two attachments from Cascade have more information about their services, and
| hope that you find them helpful. Before closing, | would like to share this message

on grief from our Equity and Inclusion Councilmember Winona Butler, which we
hope may bring comfort to those in mourning:

This is in honor of my colleagues’ children, parents, and loved ones who have passed.

colonization, our people believed the human spirit carried out to another world
with no ending. As a people, we should be able to feel the same feeling of
celebration from birth that we feel at death. When the Creator calls us home,
we should still have that same feeling as when that person was born. Sorrow is
not what the Creator asked of the human being. We did not lose them; we
must allow them to go into the Spirit World with honor. The Creator asks,
“Why would you cry when | bring my children home?”

The attached publication on cultural responsiveness touches on how we, as a

people, deal with grief during COVID-19. Please know that the EIC cares about you,
our valued colleague, and know you are not alone during this time.

Thank you all, and take care.

Sponsored by the Acting Director, the Employment Department’s Equity and
Inclusion Council is an employee group that provides a wide range of policy
recommendations to the Executive Team and learning opportunities to the entire
Employment Department. It envisions the Employment Department as a
workplace where individual strengths are recognized and appreciated and all
employees are encouraged to contribute. Please send your questions, feedback,
and ideas for the Council to Teresa.L.Rainey @oregon.gov or through this form.

The Oregon Employment Department fosters fairness, equity, and inclusion to
maintain a workplace environment where everyone is treated with respect and dignity
regardless of race, color, national origin, religion, sex, sexual orientation, gender
identity, marital status, age, veteran status, disability, or status as a victim of domestic
violence, harassment, sexual assault, or stalking. This policy applies to every aspect
of our employment practices, including recruitment, hiring, retention, promotion, and
training. A goal of the Oregon Employment Department is to become an employer of
choice for individuals of all backgrounds and promote an inclusive workplace culture
that enconrases diversitv and allows emnlavees to excel.

Regards,

Teresa Rainey

Equity and Inclusion Officer

Pronouns: she, her - Why do pronouns matter?
Oregon Employment Department

Cell: (503) 586-9240

State of Oregon
Employment
Department
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Equity and Inclusion Recruitment Questions

Direct questions:

1. In relation to diversity, equity, and inclusion, how do your work, school, volunteer, and/or life experiences prepare you
for this position?

2. What if you witnessed someone discriminated against or mistreated in the workplace? Besides reaching out to Human
Resources, what would you do?

3. In what ways do you see public benefit programs failing to support people who have been historically underserved?
How would you work to address this issue, either individually or as part of a public benefit program?

Scenario questions:

1. You've offered an analysis of a racial inequity that is occurring in your program to a colleague. They respond by say-
ing, “Why do we have to bring race into it? Aren’t we past this now?” How might you respond to your colleague?

2. You overhear a coworker tell a customer/claimant, “Your name is too hard to pronounce, can | just call you Jay?” How
might you respond in this situation?

3. You overhear your coworker remark to a customer/claimant, “Your English is so good! | can hardly even tell you're not
from here.” How might you respond in this situation?

Leadership questions: ONLY for candidates seeking a leadership position

1. Our agency is committed to addressing racial and economic disparities in Oregon. How might you go about supporting
this essential work in this role?

2. Amember of your staff who is Black and openly gay reports to you they have been targeted by a coworker with jokes
about their sexuality and rude comments about their cultural cuisine. How do you respond?

3. You have just received a report with data indicating there is racial disparity within your program that affects Black,
Indigenous, and Latinx customers. What steps will you take to begin to mitigate the disparity?

4. Through our Affirmative Action Plan, the Oregon Employment Department is working to increase the proportion of
employees with disabilities and increase the proportion of women and employees of color in higher-level supervisory
management positions. Describe how you will work to advance these initiatives.

The Oregon Employment Department (OED) is an equal opportunity agency. OED provides free help so you can use our
services. Some examples are sign language and spoken-language interpreters, written materials in other languages, large
print, audio, and other formats. To get help, please call 503-947-1444. TTY users call 711. You can also send an email to
communications@employ.oregon. gov.

El Departamento de Empleo de Oregon (OED) es una agencia de igualdad de oportunidades. El OED proporciona ayuda
gratuita para que usted pueda utilizar nuestros servicios. Algunos ejemplos son intérpretes de lengua de sefias e idiomas
hablados, materiales escritos en otros idiomas, letra grande, audio y otros formatos. Para obtener ayuda, por favor llame
al 503-947-1444. Usuarios de TTY pueden llamar al 711. También puede enviar un correo electronico a
communications@employ.oregon.gov.
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APPENDIX D - ADDITIONAL FEDERAL DOCUMENTATION

A. Executive Order 11246 (OFCCP regulations)
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APPENDIX E - REPORT TABLES

Oregon Employment Dep

artment (OED) and Statewide Labor Force Comparison

OED Current Oregon
Category Workforce | Managers | Applicants Hires Promotions | Separations | Labor Force

American Indian/Alaska Native 1.4 3.9 <1% Approx 2% <1% 1.7% 1.0%
Asian 5.0% 2.6% 4.2% 3.8% 3.9% 5.1% 4.8%
Black/African American 2.6% 2.6% 4.0% 3.5% <1% 3.6% 1.9%
Hispanic 15.1% 9.7% 13.8% 15.5% 13.7% 11.5% 13.0%
Native Hawaiian/Pacific Islander <1% Approx 1% <1% <1% <1% <1% 0.5%
Two or More Races 4.4% 2.6% 7.2% 7.5% 5.3% 5.2% 5.5%
White 67.9% 74.9% 61.3% 49.1% 66.8% 64.3% 73.3%
Race Not Disclosed Approx 3% 2.6% 8.1% 17.8% 8.4% Approx 9% N/A

Female Approx 64% [ Approx 57% | Approx 61% | Approx 58% | Approx 58% | Approx 63% |  47.3%
Male Approx 36% [ Approx 42% | Approx 32% | Approx 28% | Approx 36% | Approx 32% 52.7%
Non-Binary or Unknown <1% <1% <1% <1% <1% <1% Not Available
Gender Not Disclosed N/A N/A Approx 6% | Approx 13% [ Approx5.5% | Approx 5% N/A
With a Disability 3.5% 2.6% Not Available 1.3% 2.2% 3.0% 7.6%
Veteran Status 6.8% 12.9% 3.5% 4.5% 4.4% 5.3% 4.8%

Source: Oregon Employment Department, Workday and U.S. Census Bureau 2016-2020 5-Year ACS Estimates

Oregon Employment Department (OED) Higher-Level
Supervisory Manager* Comparison

As of 6/30/22 As of 6/30/20
Total Managers 154 17
Total Higher-Level Supervisory Managers 90 72
Total Higher-Level Supervisory Managers Who are Women 53 32
Percentage of Highert-Level Supervisory Manages Who are Women 59% 44%
Total Higher-Level Supervisory Managers Who are People of Color 19 15
Percentage of Higher-Level Supervisory Managers Who are People of Color 21% 21%
Source: Oregon Employment Department, Workday
“Higher-level supervisory manager” is defined as either of the following: Principal Executive/Manager C and highter, or Supervisor 2 and higher
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Need help?

The Oregon Employment Department (OED) is an equal opportunity agency. OED
provides free help so you can use our services. Some examples are sign language and
spoken-language interpreters, written materials in other languages, large print, audio,
and other formats. To get help, please call 503-947-1444. TTY users call 711. You can
also send an email to communications@employ.oregon.gov.

¢ Necesita ayuda?

El Departamento de Empleo de Oregon (OED) es una agencia de igualdad de
oportunidades. El OED proporciona ayuda gratuita para que usted pueda utilizar
nuestros servicios. Algunos ejemplos son intérpretes de lengua de sefas e idiomas
hablados, materiales escritos en otros idiomas, letra grande, audio y otros formatos.
Para obtener ayuda, por favor llame al 503-947-1444. Usuarios de TTY pueden llamar
al 711. También puede enviar un correo electrénico a
communications@employ.oregon.gov.

HyxHa nomowb?

YnpaeneHue 3aHaTocTu wrata OperoH (OED) saBnsieTcs areHTCTBOM o obecneyeHuto
paBHbIX BO3MOXHOCTEN. YnpasneHue 3aHatoctu wraTta OperoH (OED) okasbiBaeT
6ecnnaTHyo NOMOLLb, YTOObLI Bbl MO BOCMOSb30BaTbLCA HaWMMK ycryramu. B
KayecTBe npumMepa MOXHO NPUBECTU YCNyru Cypao- U YCTHbIX NepeBO4YNKOB,
npegocTaBfneHne NMCbMEHHbIX MaTepMaroB Ha ApYrux A3blkax, Matepuanos C
MCMNONb30BaHMEM KPYIMHOro WpudTa, a Takke Matepuanos B ayamo- N Opyrux
dopmaTtax. Ecnun Bam TpebyeTcs nomolb, NO3BOHUTE MO TenedoHy 503-947-1444.
[Monb3oBaTenu Tenetanna MoryT No3BOHUTL Mo HoMepy 711. Bbl Takke MoxeTe
HanpaBWTb HaM 3SIEKTPOHHOE COoOoOLLIeHNe NO 3. NoYTe:
communications@employ.oregon.gov.
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Can tro giap?

Co quan Viéc lam cda Tiéu bang Orego (Oregon Employment Department, OED) |a
mot co quan cung cap co hdi cong bang. OED cung cap tro giup mién phi dé quy vi cd
thé stir dung céac dich vu clia ching t6i. Trong d6 bao gdm théng dich vién ngdn ngi ky
hiéu va ngdn ngir noi, cac tai liéu bang van ban véi cac ngén ngir khac, ban in khd
I&n, @m thanh va cac dinh dang khac. Pé dwoc tro giup, vui long goi 503-947-1444.
Ngwdi dung TTY xin goi 711. Quy vi cling c6 thé giri email t&i
communications@employ.oregon.gov.

BB’

“Oregonl#illER (OED)” R—MRALYZFEN AW, OEDIRMHRZEERE), FFE
(ERENRS. RSABRHISFFENOEIRE. EMEEMRIPEME. KK,
SRR EAETUIRY, WNFEEsE), 1BEFR503-947-1444, TTYRFIBEITT11, &b
A LARIEEFHBAZE communications@employ.oregon.gov,

BEHRE ?
" OregonfHi#i 288 (OED) , REER KIS WML - OEDRUEEEE) - R
EARMRE - RENSRADEFENOEEE - 2ERORENE - A7

FIEREMIE TS0 - MABEE) - FHNBE03-947-1444 - TIYRSHRITIN - (0BT

PLESZEBEFHFEZE communications@employ.oregon.qov e
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503-947-14442 A=f =A[7] B2, TTY AFE A= 7112 A 2!
communications@employ.oreqgon.govE O|H S 2 4= Q&L|C

C199M7V08CIDV?

HUH099CTINS0dSNeD (OED) Suvvoegrnlvilenioechoniviiv. OED
éo?m”ﬁmva'oecﬁjat'ﬁf)cs@m W90 FILINIQOINIV2e9WONCSI.
0I9A0ENNCLVDIVCVWIFTIS DT WIFICDI, CHOMIDIBINSENTOVCTVLWITISLS,
ccLLRVLIY, FJ9 AT SLCCLLBVY. cﬁ‘)aéumnzioecﬁja, nzuNnmI 503-947-1444. g
TTY Y 711. Band9gar0398cnoluma communications@employ.oregon.gov.

AC8F LAAIA?

PhaT PP MC angRs P (The Oregon Employment Department, OED) PANA AZA AN,
10 A0 FTTT APMPIR A8 FA OED 19 ATHT 2AMA: AT871L FRAAPT PIRANT
£7% AT P991C 7% ANTCATLPTE NANT RIRPTF P+84 BT TAP UTdPtT A8 0 A
Adet $CRFT TFM: ATH ATINTFHT ANAP N 503-947-1444 LLMm-Au: PTTY +MPMm P+
711 22m-Ak: ML communications@employ.oregon.gov AT.24 GRARGR £FA A
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o)kl L TTY 0l 0,850 il 503-947-1444 o e L lalal CSaS il 5o (o) atius s S ol ) sla
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Ma u baahan tahay caawimaad?

Waaxda Shaqaalaynta ee Oregon (The Oregon Employment Department, OED) waa
wakaalad leh fursad loo siman yahay. OED waxay ku siineysaa caawimo bilaash ah si
aad u isticmaasho adeegyadeena. Tusaalooyinka gaarkood waa lugadda dhegoolaha
iyo tarjumaannada luugada lagu hadlo, agab ku qoran afaf kale, far waaweyn, maqal
iyo qaabab kale. Si aad u hesho caawimo, fadlan wac 503-947-1444.
Isticmaalayaasha TTY waca 711. Waxaad sidoo kale iimaayl u diri kartaa
communications@employ.oregon.gov.
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