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equitable opportunities for all. 
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INTRODUCTION 
Mission and Objectives 
 
The Office of the Attorney General was created in 1891 by state legislative enactment. In 1947, DOJ was established 
and was then led by the Attorney General. 
In general, DOJ and the Attorney General act as the State of Oregon's law firm. It represents and 
advises all state-elected and appointed officials, agencies, boards and commissions. 

The mission of the Oregon DOJ is to serve state government and to support safe and healthy communities throughout 
Oregon by providing essential justice services. 

The Attorney General and our nine divisions are dedicated to: 

• Providing ethical, independent and high-quality legal services to state government; 

• Safeguarding consumers from fraud and unfair business practices; 

• Fighting crime and helping crime victims; 

• Advocating for vulnerable children; 

• Supporting families through the collection of child support; 

• Enforcing environmental protections; 

• Defending the civil rights of all Oregonians; 

• Pursuing justice and upholding the rule of law. 
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AGENCY CONTACTS 

 
 

AGENCY DIRECTOR   Ellen F. Rosenblum 
Attorney General:   1162 Court Street 

  Salem, Or 97301 
  503.378.6002 

AGENCY POLICY ADVISOR  
Deputy Attorney General 

AGENCY AFFIRMATIVE 
ACTION OFFICER 
Human Resources Director 

   Frederick M. Boss             
1162 Court Street  

   Salem, Or 97301 
503.378.6002 

Marc Williams                   
(Interim Director) 

                  162 Court Street       
                    Salem, Or 97301 
                    503.947.4348 

OFFICE OF THE GOVERNOR   Dustin Buehler 
Legal Counsel   900 Court St. NE 
   Salem, Or 97301 

         503.378-5539 
 

AGENCY CIVIL RIGHTS   Fay Stetz-Waters 
DIRECTOR   1162 Court Street 
Director of Civil Rights   Salem, Or 97301 
         503.373.7695 
 
 
CONSUMER PROTECTION      Ellen Klem 
AND OUTREACH DIRECTOR    1162 Court Street 
Principal Executive Manager     Salem, Or 97301 
        503.378.6002 
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Department of Justice 
Justice Building  

1162 Court Street NE  
Salem, Oregon 97301-4096  
Telephone: (503) 378-6002 

DOJ AFFIRMATIVE ACTION POLICY STATEMENT 

DOJ represents state government in a variety of settings that involve all Oregonians. It is therefore 
particularly appropriate that DOJ creates and maintains a diverse workforce that reflects the 
Oregonians we serve. We are committed to ensuring fair and equal employment opportunities for 
all persons regardless of race, color, religion, national origin, gender, age, marital status, sexual 
orientation, physical or mental disability or any other reason prohibited by law or policy of the state 
or federal government. 

All employees of DOJ are expected to create and maintain a respectful, discrimination-free work 
environment. In addition, management and executive service employees are responsible for 
ensuring that the work environment is free from harassment and discrimination of any kind. No 
form of discrimination or harassment will be tolerated. 

We are committed to doing more than just practicing non-discrimination in management and 
employment practices. We are striving to ensure that we have a work environment where 
employees respect and value each other as individuals and an environment where we treat all 
employees with dignity and fairness 

DOJ has a Diversity Committee. The Committee educates and informs all employees at DOJ 
around diversity and inclusion issues and activities. 

Employees who feel they have been harassed or discriminated against are encouraged to bring 
such behavior to the attention of a management representative and/or to use DOJ's discrimination 
and harassment complaint procedure as outlined in DOJ policy manual. 

DOJ is committed to its Affirmative Action Plan. DOJ will work cooperatively with appropriate 
private groups, federal, state and local government agencies, the Oregon State Bar, educational 
institutions, and labor organizations in its career development and recruiting efforts to invite people 
of color and people with disabilities to apply for jobs with DOJ. It is expected that every manager 
and supervisor will fully support the efforts of DOJ to create and maintain a diverse, high-quality 
workforce that is representative of the people of the State of Oregon. 

 

 
 
ELLEN F. ROSENBLUM  
Attorney General 

 
 

 

 

ELLEN F. ROSENBLUM 

ATTORNEY GENERAL 

 

FREDERICK M. BOSS 

DEPUTY ATTORNEY GENERAL 
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Department of Justice 
Justice Building  

1162 Court Street NE  
Salem, Oregon 97301-4096  
Telephone: (503) 378-6002 

Agency Affirmative Action Policy Statement 
DOJ is committed to achieving a work force that represents the diversity of Oregon's 
population and to providing fair and equal employment opportunities. DOJ is committed to 
an affirmative action program that provides equal opportunities for all persons regardless of 
race, color, religion, sex, sexual orientation, national origin, marital status, age or disability. 
DOJ provides an environment for each applicant and employee that is free from sexual 
harassment, as well as harassment and intimidation on account of an individual's race, color, 
religion, gender, sexual orientation, national origin, age, marital status or disability. DOJ 
employment practices are consistent with the State's Affirmative Action Plan Guidelines and 
with state and federal laws, which preclude discrimination. 

1. Agency Affirmative Action Policy Statement for Individuals with Disabilities DOJ 
will not discriminate, nor tolerate discrimination, against any applicant or employee 
because of physical or mental disability in regard to any position for which the known 
applicant for employment is qualified. 

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

2. Agency Affirmative Action Policy for Members of Uniformed Services (ORS 
659A.082) 
DOJ will not discriminate or tolerate discrimination against any employee because 
that person is a member of, applies to be a member of, performs, has performed, 
has applied to perform, or has an obligation to perform service in, a uniformed 
service. It is also the policy of DOJ to provide an environment for each applicant 
and employee that is free from sexual harassment, as well as harassment and 
intimidation on account of Individual's race, color, religion gender, sex, sexual 
orientation, marital status, national origin, age, familial status or disability, or any 
other reason prohibited by state or federal policy or law.

ELLEN F. ROSENBLUM 

ATTORNEY GENERAL 

 

FREDERICK M. BOSS 

DEPUTY ATTORNEY GENERAL 
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3. Dissemination of the Affirmative Action Policy and Affirmation Action Plan  
     The impact of the Affirmative Action Plan can be fully realized only to the 

extent that its provisions are known by those who must apply it and those who 
benefit from it. The responsibility for dissemination of the agency's Affirmative 
Action Policy Statement and Affirmative Action Plan has been delegated to 
the Affirmative Action Officer. Such communication is both internal and 
external, and includes: 

a. Internal Dissemination  
i. The Attorney General or her designee: Participate in the creation of the 

plan, and takes responsibility for the effective implementation of the plan. 
ii. Conducts meetings with management and supervisory personnel in which the 

Attorney General or her designee explains the intent of the Affirmative Action 
Plan and clearly communicates her personal commitment to and support of 
equal employment opportunities. 

iii. Distributes the plan to all managerial and/or supervisory staff who have 
the authority to recruit, hire, train, and/or promote. 

iv. Directs the Deputy Attorney General to review with each manager and/or 
supervisor their responsibility for achieving the agency's affirmative action 
goals and objectives and provide other relevant affirmation action 
information throughout the year. 

v. Directs that the Affirmative Action Policy Statement, Affirmative Action Plan 
and Grievance Procedure is including as part of each new employee's 
orientation. 

vi. Directs that the agency's Affirmative Action Policy Statement and 
Grievance Procedure is posted on employees' bulletin boards; and 

vii. Directs that the agency's Affirmative Action Policy Statement, Affirmative 
Action Plan, and Grievance Procedure on the agency's website; and that the 
agency's Affirmative Action Policy Statement, Affirmative Action Plan and 
Grievance Procedure are distributed to any employee upon request. 

b. External Dissemination  
i. All recruitment announcements, applications for employment, and 

newspaper advertisements contain the phrase, "An Equal Opportunity 
Employer;" 

ii. DOJ Affirmative Action Plan is posted on the agency's Internet site and 
made available to the public upon request. Copies of the agency's 
Affirmative Action Policy Statement, Affirmative Action Plan and Grievance 
Procedure are provided to any person, including job applicants, upon 
request. 

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

4. Monitoring and Reporting System  

The Affirmative Action Officer monitors the Affirmative Action Plan on a 
continual Basis, including, but not limited to: 
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a. Monitoring the auditing and reporting system by: 
i. Maintaining accurate and up-to-date records on all applicants, hires, 

promotions, transfers, and terminations by sex, race, and EEO-4 categories. 
ii. Reviewing all promotions, transfers, and terminations to be certain that all 

employees are treated fairly and equitably; and 
iii. Reviewing all selection, promotional, and training procedures to ensure 

nondiscrimination in practice. 
 
b. Reporting quarterly to the Attorney General or her designee on the               

effectiveness of the affirmative action program, progress and efforts made 
toward accomplishing affirmative action goals, and planned action and 
recommendations for improvement, if necessary 

c. Reviewing the effectiveness of managers' and supervisors' efforts to achieve 
affirmative   action goals and objectives as a key consideration in the performance 
appraisal system as required by ORS 659A.240. 

d. Preparing required updates and evaluations of the Affirmative Action Plan to be 
submitted to the Governor's Affirmative Action Office. An Affirmative Action 
progress report will also be prepared and submitted as part of the agency's 
budget submission. 

5. Complaint Process regarding Discrimination or Harassment 

The complaint procedure provides an internal method of resolving complaints 
alleging violations of DOJ nondiscrimination policy. Employees and applicants are 
encouraged to use the complaint process. Retaliation, coercion, reprisal, or 
intimidation against a person who has filed a complaint either internally or through 
an outside enforcement agency or other legal channels or who serves as a witness 
in support of such a complaint is prohibited by State and DOJ policies (DAS 50-010-
01; DOJ 3-21). 

a. Internal Complaint Process  
i. Any individual who believes he/she has been subjected to unlawful 

discriminatory actions may file a complaint within 30 calendar days of the 
alleged incident. 

ii. Represented employees may file a complaint either through the Collective 
Bargaining Agreement grievance procedure or by using the procedures 
provided by the agency. These procedures can be found on the Agency 
intranet, accessible to all DOJ employees. 

iii. An employee may submit a written complaint to the Affirmative Action Officer 
that explains the basis for the complaint, identifies the alleged discriminating 
party or parties, the date the discriminatory action(s) occurred, and specifies 
the relief requested. 

iv. The Affirmative Action Officer will review/investigate the complaint and 
provide the employee written notification of the findings within 30 days of 
receipt. If additional time is needed for investigating the allegations or to issue 
a report of the findings, the agency will notify the employee in writing of the 
need for additional time.  

v. If the investigation substantiates the complaint, appropriate corrective action 
will be initiated, including discipline if warranted.



 

8 
 

b.  External Complaint Process  
If an employee is not satisfied with the internal complaint process within the 
agency and wishes to appeal the agency decision, the employee may contact 
one of the organizations listed below. 

Nothing in this policy prevents any person from filing a grievance in accordance 
with the Collective Bargaining Agreement or a formal complaint with the Bureau 
of Labor and Industries (BOLT) or Equal Employment Opportunity Commission 
(EEOC). However, some collective bargaining agreements may require an 
employee to choose between the complaint procedure outline in the agency's 
guideline for filing a BOLT or EEOC complaint. 

Oregon Bureau of Labor and Industries - Civil Rights Division 
State Office Building 
800 NE Oregon Street, Suite 1045 
Portland, OR 97232 
Phone Number: 971.673.0764 
Fax Number: 971.673.0765 

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

 

Eugene Medford 
Oregon Bureau of Labor and Industries Oregon Bureau of Labor and Industries 
1400 Executive Parkway, Suite 200 119 N Oakdale Ave 
Eugene, OR 97401 Medford, OR 97501 
Phone Number: 541.686.7623 Phone Number: 541.776.6270 

Bend Salem 
Oregon Bureau of Labor and Industries Oregon Bureau of Labor and Industries 
1645 NE Forbes Rd., Suite 106 3865 Wolverine Street NE; Bldg. E, Suite 1 
Bend, OR 97701 Salem, OR 97305 
Phone Number: 541.322.2435 Phone Number: 503.378.3292 
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The Governor's Office of Diversity, Equity and Inclusion 
255 Capitol Street NE, Suite 126 
Salem, OR 97301 
Phone: 503.378.6833. 
Website: http://governororecion.gov/Gov/GovAA/index.shtml  

U.S. Equal Employment Opportunity Commission 
San Francisco EEOC Office 
350 Embarcadero, Suite 500 
San Francisco, CA 94105 
Phone Number: 1.800.669.4000 Phone Number: 1.800.669.6820 (TTY) 
The EEOC does not maintain an office in Oregon. The San Francisco Field Office is open 
Monday — Friday 
File a Charge of Discrimination:  http://www.eeoccomplaint.com/  

U.S. Department of Labor, Office of Federal Contract Compliance (OFCCP) 
Federal Office Building 
620 SW Main Street, Suite 411 
Portland, OR 97205 
Phone Number: 503.326.4112 
Seattle, WA 98121 
Phone Number: 206.615.2290 Phone Number: 206.615.2296 (TTY) 
 
DOJ remains committed to its policy on Affirmative Action and Equal Opportunity and to a 
rigorous and active affirmative action program. My personal commitment to these ideas is 
represented in the Affirmative Action Plan. Likewise, the Plan represents DOJ's commitment to 
equal opportunity and affirmative action in employment and public service consistent with all 
applicable federal and state laws, including, but not limited to: Executive Order 11246; Title VII of 
the Civil Rights Act of 1964; Sections 503 and 504 of the Rehabilitation Act of 1974; the Vietnam 
Era Veterans Readjustment Assistance Act; and the Americans with Disabilities Act. This 
Affirmative Action Plan has my complete authorization and commitment. 
 
If you have any questions regarding the agency's Affirmative Action Plan, please contact the 
Affirmative Action Officer listed below. 

 

 
______________________________________           _________________________________ 

Attorney General      Date 

 

If you have any questions regarding the agency’s Affirmative Action Plan, please contact the Affirmative 
Action Officer listed below 

Portland 
Oregon Bureau of Labor and Industries 
800 NE Oregon St #1045 
Portland, OR 97232 

Phone Number: 971.673.0764 

 

 

http://governororecion.gov/Gov/GovAA/index.shtml
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Marc Williams (Interim HR Director), Affirmative Action Officer  

DOJ  

503 947-4348  

Marc.d.Williams@doj.state.or.us  
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DOJ DIVERSITY & INCLUSION STATEMENT 

In our workplace, the people of the Oregon DOJ respect the diverse perspectives, knowledge, and experiences of our 
coworkers and those seeking to join the organization. We strive to build an inclusive and performance-oriented 
workplace. All individuals are welcomed and appreciated, leading to increasingly higher levels of fulfillment and 
success. 
 
DOJ recognizes the many aspects of diversity in our interactions with the people and organizations of Oregon. 
Our differences lead to a better understanding of the work we do, the people with whom we work and the impact 
of our work. Our commitment to diversity and inclusion in Oregon's government enhances our dedication to public 
service. Through the different missions of our Divisions, we are dedicated to upholding the rule of law for all the 
people of our state. We support a culture that encourages all members of our workforce to thrive and succeed and 
to treat each other with dignity and fairness. 
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AFFIRMATIVE ACTION PLAN 

Training and Education 

DOJ, through training and education, seeks to improve job performance, increase professionalism, and enhance 
career opportunities in order to conduct its business effectively and efficiently, and to increase equity and 
inclusion. Areas of training focus on training for all DOJ staff; all DOJ supervisors and contractors/vendors. 

 
WORKPLACE DISCRIMINATION AND HARASSMENT: AWARENESS AND PREVENTION 
 
DAS – CHRO – Preventing Discrimination and Harassment in the Workplace 
All staff, including volunteers, are required annually to take the 1-hour online iLearn training course provided by 
DAS CHRO.  This 2019 and 2020 course provided an overview of 1) inappropriate workplace behavior, 
discrimination, workplace intimidation, and sexual harassment, 2) key definitions, 3) laws and statewide policies, 
4) responsibilities of employees and managers, 5) how to report and the criteria for investigations, and 6) 
bystander intervention techniques. 
 
INFORMATION TECHNOLOGY AND SECURITY 
 
DAS – EIS – Information Security Training: Foundations 
All staff, including volunteers, are required annually to take the half-hour online iLearn training course provided by 
DAS EIS.  This 2019 and 2020 course introduced employees to information security, safe computing, safe remote 
and mobile computing, physical security, insider threats and more. 
 
HEALTH & WELLNESS 
 
Conquering the Winter Blues presented on January 31, 2019 by the Employee Assistance Program (EAP) offered 
employees a 1-hour presentation on seasonal effective disorder and the winter blues, and how to tell the difference 
between the two.  Employees learned strategies for coping. 
 
Caring for Self While Caring for Others presented on September 17, 2019 by the Oregon Attorney Assistance 
Program (OAAP).  This 1-hour presentation focused on the well-being challenges, such as depression, anxiety, 
unhealthy stress and substance use, and the common barriers in seeking treatment, ways to reduce those barriers, 
and helpful techniques to support ourselves, our families, and the professionals we work with. 
 
Working through COVID-19 presented on May 21, 2020 by the Oregon Attorney Assistance Program (OAAP) spoke 
on mental health preservation through these times, and successfully setting up and running your own home office. 
 
WORKPLACE SAFETY 
 
Active Shooter Training ~ Active Attacker Response Tactics presented on January 22, 2020 by the Salem Police 
Department.  Detective Sergeant Mike Johnson spoke on the individual tactics that increase the odds of survival in an 
active attack, which include the “Run, Hide, Fight” model. 
 
OSHA COVID-19 Training Requirements made available on December 20, 2020 created by the Oregon 
Occupational Safety and Health Administration (OSHA) and Oregon Department of Justice (DOJ).  The employee 
training reviews 1) what COVID-19 is, 2) the signs, symptoms and transmission, and 3) employer and employee control 
measures.  
 
DIVERSITY AND INCLUSION 
Understanding and Avoiding Implicit Bias in the Workplace presented on January 29, 2019 by Miguel Valenciano 
of MVM Consulting Services, and Erik Girvan of the University of Oregon School of Law.  The 2 ½ hour program 
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covered the science of implicit bias, and how to adapt and improve individual interactions with others and others in the 
workplace.  
 
State of Oregon Diversity and Inclusion Conference: Taking Positive Action in a World of Difference presented 
on September 11 & 12, 2019 by the Diversity, Equity, and Inclusion Conference Committee of the Oregon Department 
of Administrative Services.  The Department of Justice (DOJ) is a sponsor of the annual conference which showcases 
local, state and nationally recognized speakers presenting a variety of topics related to diversity and inclusion. 
 
Historical Trauma: Raising Cultural Awareness presented on November 5, 2019 by the Klamath Tribal Health & 
Family Services.  This 2-hour presentation spoke on tribal sovereignty, pre-contact, treaties, war, and the era of 
boarding schools and termination of tribes, historic distrust, self-governance, and strength in tribal community.  
 
Fair Workplace Project: Transgender Inclusion and Protection in Law presented on October 01, 2020 by Basic 
Rights Oregon (BRO).  During the 1 ½ hour presentation, BRO guided attendees in identifying the harms societal 
assumptions cause, and then created space for a new understanding of gender and sex that validates transgender 
people and their identities.  This training empowered attendees to take specific action alongside their transgender co-
workers to build a more inclusive workplace. 
 
State of Oregon Diversity and Inclusion Conference: Amplifying the Voices of Equity presented on October 27, 
28, 29, 2020 by the Diversity, Equity, and Inclusion Conference Committee of the Oregon Department of Administrative 
Services.  The Department of Justice (DOJ) is a sponsor of the annual conference which showcases local, state and 
nationally recognized speakers presenting a variety of topics related to diversity and inclusion. 

Americans with Disabilities (ADA) 

DOJ's Labor and Employment Division provided several training sessions on ADA during the last biennium. This 
training is offered to all DOJ staff. 
 
Veteran's Preference 

DOJ's Labor and Employment Division provided training on Veterans preference during the last biennium. This 
training is offered to all DOJ staff. 

Access to Justice 

DOJ provides continuing legal education (CLE) focusing on Access to Justice. Courses that have been 
presented since last biennium include Indian Law, 401: Tribal Agreements; Civil Commitments of the Mentally 
III, Race-the Power of an Illusion: The Difference Between Us. Access to Justice courses are open to all DOJ 
staff. 

New Employee Orientation 

All staff new to DOJ are required to attend a new employee orientation that includes an introduction to the 
Affirmative Action Plan, as well as information on how to access and review the plan. A representative of the 
Human Resources office also makes a statement that DOJ expects all staff to treat each other with dignity and 
respect, regardless of gender, sexual orientation, cultural ethnicity, social, economic or religious background, or 
political beliefs, and that DOJ will not tolerate workplace harassment or discrimination in any form. 
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ALL DOJ SUPERVISORS  

New Supervisor Orientation 

All managers and supervisors new to DOJ receive individual orientation that includes receipt and an overview 
of DOJ's Affirmative Action Plan, their role and responsibilities in its support and implementation, and an 
introduction to each of DOJ's policies related to the Affirmative Action Plan. 

CONTRACTORS/VENDORS 

DOJ does not currently require providers or vendors to orient themselves with the Affirmative Action Plan. DOJ does 
open up opportunities to minority and women-owned businesses when posting solicitations on Oregon Procurement 
Information Network (ORPIN). DOJ includes at least one) firm registered with the Certification Office for Business 
Inclusion and Diversity (COBID) when getting competitive quotes from three different vendors.  
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PROGRAMS 
Formal Internship Programs 

Honors Attorneys 

The Honors Attorney program is a two-year program designed to provide exceptional recent law school 
graduates--including those who have served as judicial clerks--with the opportunity to gain public law 
experience after law school. These are paid positions. Honors Attorneys typically rotate from one division to 
another after their first year, enabling them to obtain a breadth of experience in diverse areas of the law and 
with colleagues from different divisions in the office. 

Outreach to the Oregon State Bar Diversity & Inclusion Section, nationally to law school career centers, as 
well as student groups and associations, is conducted to develop a diverse applicant pool. Informational 
sessions, held onsite at local law schools, also help to attract diverse applicants. Applications are considered 
by a committee. Fewer than five outstanding applicants are selected and appointed annually. Honors 
Attorneys are encouraged to seek to continue their employment with DOJ. 

Law Clerks 

The Oregon DOJ employs approximately 50-80 law students to provide legal support to Assistant Attorneys General. 
Under the program the law clerks are assigned to particular divisions and gain experience in public law by working 
with individual attorneys. The program is intended to provide law clerks with meaningful and 
practical paid work experience. 

Outreach to the Oregon State Bar Diversity & Inclusion Section, nationally to law school career centers, as well 
as student groups and associations is conducted to develop a diverse applicant pool. Informational sessions, 
held onsite at local law schools, also help to attract diverse applicants. 

Informal Internship Programs 

DOJ cooperates when approached by a school or an individual, making no distinction between law and non-law 
programs. DOJ is developing an intern program for IT candidates to provide experience and assist in building our 
future candidate base. 

 

Mentorship Program 
 
The Oregon Supreme Court and the Oregon State Bar have created a New Lawyer Mentoring Program 
and require newly admitted Oregon lawyers to participate. In response to that requirement, DOJ started 
a DOJ New Lawyer Mentoring Program to ensure that new attorneys employed by DOJ would have the 
resources needed to meet the OSB requirement and to be successful at DOJ. The goal of the New 
Lawyer Mentoring Program is to provide personalized professional guidance to new attorneys. Mentors 
are selected and paired with a new attorney through a committee. Mentors and mentees are matched 
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based on location, practice areas and other common elements. Additionally, some Divisions assign an 
informal mentor to all new-to-DOJ attorneys, regardless of prior experience, to provide guidance and 
support. Mentorships help create uniformity in work, ensures attorneys are provided adequate resources 
and encourage retention.  
 
A new statewide mentoring program has been established by DAS CHRO and DOJ currently has two 
executives participating as mentors. Retirement and other forms of employment attrition over the next 5-10 
years has heightened the need to preserve institutional memory and experiential knowledge. The purpose of 
the mentoring program is to give emerging leaders the opportunity and means to develop their skills and 
knowledge, so they are ready to successfully step into important leadership roles to meet this challenge.  
 

During this reporting period DOJ's community outreach efforts have affected various groups with programs and 
activities. 

 
Community Outreach 

Attorney General 

The Attorney General, Ellen F. Rosenblum, speaks at and attends a wide variety of community events, in order to 
reach out to diverse sections of our community and engage all of our constituents in discussions about the work of DOJ 
and to listen actively to the communities' concerns and priorities. 

Activities and Presentations beginning 01/07/2019: 

 
• 01/07/19 – Sat on panel in Portland for Hate Crime Listening Session 

• 01/08/19 – Sat on panel in Eugene for Hate Crimes Listening Session 

• 01/09/19 – Sat on panel in Medford for Hate Crimes Listening Session 

• 03/12/19 – Presented testimony for Hate Crimes bill at the Oregon State Legislature 

• 03/13/19 – Presented testimony for Kaylee’s Law at the Oregon State Legislature 

• 03/15/19 – Attended and spoke the vigil at the Muslim Educational Trust in memory of those lost at the mosque 

shootings in New Zealand 

• 03/19/19 – Presented testimony for Student Debt Bill at the Oregon State Legislature 

• 03/28/19 – Presented testimony on Juvenile Justice bill at the Oregon State Legislature 

• 04/01/19 – Attended and spoke at kick off for Crime Victim Rights Week 

• 04/02/19 – Presented testimony on Ghost Guns bill at the Oregon State Legislature 

• 04/03/19 – Spoke to judges attending the National Judicial College on judicial ethics 

• 04/11/19 – Moderated panel “Fighting the Epidemic: How States and Cities Are Confronting the Opioid Drug” at 

the ABA State and Local Government Spring Meeting 

• 04/12/19 – Moderated panel on Takings Clause at the ABA State and Local Government Spring Meeting 

• 04/17/19 – Presented testimony on Drivers’ Card bill at Oregon State Legislature 

• 04/23/19 – Attended and spoke at Title X Injunction hearing 
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• 04/26/19 – Met and spoke with the Umatilla Tribe to discuss issues their tribe is facing and pending legislative 

priorities 

• 05/02/19 – Moderated panel on 10th Amendment litigation in federalism lawsuits at the ABA Section of Litigation 

Spring Meeting 

• 05/07/19 – Presented testimony on Kaylee’s Law at Oregon State Legislature 

• 05/09/19 – Presented at Oregon District Attorneys Association meeting 

• 05/13 – 14/19 – Hosted and spoke at the Student Debt Symposium. Attendees came from across the country to 

discuss the ongoing student debt crisis and attended panels focused on problem solving the crisis. 

• 05/18/19 – Gave the commencement address to the University of Oregon School of Law graduation 

• 06/11/19 – Spoke at unveiling of the commemoration of women’s suffrage exhibit at the Oregon Historical 

Society 

• 06/19/19 – Spoke with CA AG Bacerra at a Clean Power Plan Press Conference 

• 06/25/19 – Spoke on a panel regarding federalism lawsuits at the Aspen Ideas Festival 

• 07/12/19 – Spoke at the Investiture of Lane County Circuit Court Judge Kamala Shugar 

• 07/17/19 – Spoke to the Ruddermen on matters of federalism and DOJ work 

• 07/21/19 – Attended and spoke at the Walk for Refugees and Immigrants 

• 07/22/19 – Attended and spoke at the Juvenile Justice ceremonial bill signing 

• 08/08/19 – Served as the NAAG Delegate to the ABA House of Delegates and Chair of the ABA Section of State 

and Local Government State AG and DOJ Issues Committee 

• 08/15/19 – Spoke at the Oregon District Attorneys Association Summer Conference 

• 08/21/19 – Spoke at the Oregon Coastal Caucus Economic Summit on how the courts impact people’s lives and 

the challenges we face because of economic limitations in the court 

• 09/02/19 – Northwest Oregon Labor Picnic 

• 09/10/19 – Spoke to the Global Tech Jam 

• 09/14/19 – Spoke at the Governor’s Lunch at the Pendleton Round-Up 

• 09/15/19 – Spoke to the Congregation Beth Israel Sisterhood group 

• 09/16/19 – Spoke at the Hate Crimes Bill Ceremonial Signing and reception for all policy stakeholders 

• 09/17/19 – Spoke at the Tobacco Triennial Conference 

• 09/18/19 – Spoke at the Financial Crimes and Digital Evidence Conference 

• 09/19/19 – Spoke at the Champions for Children luncheon 

• 09/21/19 – Spoke at the Jordan’s Hope for Recovery Rally and Fun Run 

• 09/23/19 – Gave press conference for the Title X lawsuit appeal before the 9th Circuit Court 

• 09/28/19 – Spoke at Annual Oregon Recovers Walk regarding the opioid crisis 

• 10/03/19 – Spoke at the De Paul Annual Luncheon 

• 10/08/19 – Spoke to the Portland Rotary 
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• 10/14/19 – Spoke to incoming Assistant District Attorneys during their training days hosted by the DOJ Criminal 

Justice Division 

• 10/17/19 – Spoke to the Portland Executives, a group of Portland-based entrepreneurs and businesspeople 

• 10/22 – 23/19 – Hosted and spoke at the DOJ’s Public Law Conference 

• 10/28 – 30/19 – Hosted and spoke at the Attorney General’s Elder Abuse Conference 

• 11/05/19 – Spoke at the Financial Beginnings Oregon on financial literacy 

• 11/12/19 – Spoke at a Census event discussing the importance of the Census and the challenges being made by 

citizenship questions 

• 11/12/19 – Spoke at the Annual DOJ Ethics CLE 

• 11/15/19 – Spoke at the Oregon District Attorneys Association Board Meeting 

• 11/25/19 – Spoke to the Consumer Privacy Task Force 

• 12/04/19 – Spoke at the Oregon District Attorneys Association Winter Conference 

• 12/06/19 – Spoke at the Campaign for Equal Justice Jackson County luncheon 

• 12/17/19 – Filmed a Public Service Announcement for the new Hate Crimes and Bias Incidents Hotline 

• 12/20/19 – Spoke and hosted a student loan repayment training for public employees 

• 1/10/20 – Hosted and spoke at the Human Trafficking Awareness Week 

• 1/14/20 – Moderated panel at Conference of Western Attorneys General meeting regarding protecting 

consumers and commerce in the age of hi-tech threats 

• 01/21/20 – Met with the Grand Ronde Tribe on tribal issues and concerns 

• 02/04/20 – Testified on the bill banning internet sales of e-cigarettes at the Oregon State Legislature 

• 02/15/20 – Attended the ABA House of Delegates as the Delegate for the National Association of Attorneys 

General 

• 03/07/20 – Spoke on a panel for the League of Women Voters 

• 03/10/20 – Spoke to the Albany Rotary Club 

• 03/10/20 – Spoke to the Portland Business Alliance 

• 03 – 05/20 – Hosted weekly Q&As on Twitter on topics and issues related to the COVID-19 crisis to distribute 

information to consumers, survivors, families, elders, and other vulnerable Oregonians 

• 04/07/20 – Hosted an AARP TeleTown Hall 

• 05/08/20 – Spoke to the Oregon District Attorney Association 

• 05/16/20 – Spoke on a panel for We Choose Love with the Muslim Education Trust 

• 06/04/20 – Moderated a panel on Mortgage Servicing 

• 06/08/20 – Spoke to the Portland New Generations Rotary Club 

• 06/09/20 – Spoke at the Basic Rights Oregon luncheon 
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• 07/06 – 24/20 – Hosted virtual community conversations with several communities including LGBTQ, Black, Deaf 

and Hard of Hearing, Native American, Houseless/Mental Illness/Substance Issues, Asian/Pacific Islander, and 

Undocumented/Migrant Farmworker communities to listen to the issues confronting each community to 

determine better ways of serving each community 

• 07/16/20 – Served as the NAAG Delegate to the ABA House of Delegates 

• 07/29/20 – Presented on a NAAG Panel for the Attributes of Effective Political Leadership 

• 07/29/20 – Presented on Panel for Pathways to Justice 

• 08/20/20 – Presented on a panel to the International Womens Forum on Justice in Oregon in the Time of COVID 

• 09/04/20 – Spoke to Tillamook Vote Forward 

• 09/16/20 – Presented alongside CT AG Tong to a Women’s Group on the opioid crisis 

• 09/17/20 – Presented on ABA Panel on Constitution Day: Protest and Freedom of Speech 

• 09/29/20 – Presented on ABA Panel on Mail-In Voting 

• 10/01/20 – Hosted and spoke at a Transgender Diversity Training for DOJ 

• 10/15/20 – Spoke on panel on election fraud and security 

• 11/09/20 – Spoke to the Consumer Privacy Trask Force 

• 11/10/20 – Hosted the DOJ Ethics CLE 

• 11/21/20 – Spoke to the Rotary Racial Justice Committee. 
 

Civil Rights 

Several of the Attorney General's office staff meet with community leaders, attend and present at work groups, 
community celebrations, organizational meetings, education and training events. The purpose of the activities and 
presentations are to represent the priorities and mission of the Attorney General, Ellen Rosenblum; explain her vision, 
conduct listening sessions and outreach; build and strengthen working relationships across diverse communities; and 
provide information about DOJ and its services. 

Some of the activities and presentations included, but were not limited to: 

Financial Fraud/Consumer Protection 
 
The Oregon DOJ Financial Fraud/Consumer Protection Section has augmented its outreach efforts to Oregon's 
growing minority communities, including translating into Spanish a new downloadable resource for Oregonians 
who are concerned about a family or household member who is in possession of a gun or other weapon. 
Oregon's new "Red Flag Law", also called the Extreme Risk Protection Order law, allows a judge to issue an 
order that permits the court to take weapons away from people who are deemed a risk to themselves or others. 
The new resource is available online at https://www.doi.state.or.us/crime-victims/victims-resources/other-
resources/oregons-red-flaq-law/  
 
Division of Child Support  
 
The Division of Child Support (DCS) actively participates in outreach with various groups and organizations. Over the 
last year, DCS has increased its focus on diversity, equity, and inclusion through conferences and trainings in response 
to events happening across the country. The Division is working toward better using a DEI lens in recruiting, retaining, 
and promoting staff and in its approach with the families the Oregon Child Support Program serves. 
 
 

https://www.doi.state.or.us/crime-victims/victims-resources/other-resources/oregons-red-flaq-law/
https://www.doi.state.or.us/crime-victims/victims-resources/other-resources/oregons-red-flaq-law/
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State of Oregon Diversity, Equity & Inclusion Conference and Other Trainings 
 
The State of Oregon Diversity, Equity & Inclusion Conference is a statewide initiative put on by multiple agencies, 
boards, and commissions. Hosted in September each year, DCS sends approximately 50 staff to the conference. In 
addition, DCS partners with the other Department of Justice divisions to staff a booth to share information about DOJ’s 
various programs. With the 2020 conference being held virtually and at no cost, DCS was able to increase attendance 
and encourage attendance by staff who may not have been able to travel in the past. 
 
In addition, 2020 provided Division managers and staff with many learning opportunities focused on DEI. The National 
Child Support Enforcement Association held INSPIRE – a virtual engagement event, with sessions on cultural 
sensitivity, racial equity, and doing work with diversity, equity and inclusion. The Western Intergovernmental Child 
Support Engagement Council sponsored a microlearning on Implicit Bias: Impact on Decision Making 
 
Tribal 
 
The Division of Child Support works regularly with the nine federally recognized American Indian Tribes in Oregon to 
enhance child support services for tribal families.  
 
The Division has a statewide Tribal Liaison and 11 local area Tribal Liaisons. DCS Tribal Liaisons work with each 
Oregon Tribe to help: 
 

• Provide technical assistance and training to both Oregon Child Support Program and tribal staff 
• Promote Tribal TANF and Tribal IV-D (child support) programs 
• Assist in the development of tribal-specific child support policies and procedures  

Activities and events presented at, coordinated by, or attended by DCS Tribal Liaisons include: 
 

• State/Tribal Child Support Partnership meeting 
• ODAA Child Support Conference 
• Region 10 (federal) Child Support meeting 
• National Tribal Child Support Enforcement Association Conference 
• Indian Law 401: Tribal Agreements CLE 
• Training events with various tribes 
• Outreach visits to various Tribes 
• Legislative Commission on Indian Services Fall Gathering and Training 
• Tribal Governments Legislative Day 
• Klamath Tribes Restoration Celebration 

 
Hispanic/Latinx 
 
The Division of Child Support provides outreach to Oregon’s Hispanic and Latinx populations. DCS actively participates  
 in: 

• Consulate of Mexico in Portland quarterly meetings to discuss issues affecting Oregon and Mexico residents 
• District 16 Diversity Group monthly meetings to discuss diversity topics and activities in Washington County 
• Hispanic Metropolitan Chamber of Commerce, which serves more than 300 small businesses in Oregon 
• Hispanic Interagency Committee of the Jackson County Community Services Consortium monthly meetings to 

provide a forum for agencies to meet for the purpose of improving services for the Hispanic people of the 
Rogue Valley 

 
LGBTQ+ 
 
Managers and staff of the Division of Child Support were strongly encouraged to attend a DOJ continuing legal 
education presentation on Fair Workplace Project: Transgender Inclusion and Protection in Law, and many were able 
to do so. The Division has incorporated a gender-neutral aspect to its review of communications, including 
administrative rules, statutes, policies, and forms.  
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Veterans 
 
The Division of Child Support has a Military Liaison available to help Oregon veterans and their families with child 
support matters. The Military Liaison answers questions specific to military families and help them take advantage of 
every opportunity to provide for their children. In addition, the Military Liaison and DCS staff present at, coordinate, or 
participate in a variety of military and veteran activities. 
 

• Annual Veterans Expo sponsored by Oregon Department of Veteran Affairs  
• Women Veterans Conference sponsored by ODVA 
• Portland Stand Down  
• East County Stand Down 

 
Incarcerated Parents 
 
The Division of Child Support has an Incarcerated Parents team focused on suspending Oregon child support orders 
for incarcerated parents as provided in state law. The Division held a Reintegration Simulation for managers and staff 
to experience the challenges individuals recently released from custody face. An Incarcerated Parent Liaison 
participates in outreach events and activities around the state to assist incarcerated parents with training, education, 
and information about their child support needs. 
 

• Quarterly Q & A sessions with inmates at Sheridan Federal Correctional Institution 
• Resource fairs at Sheridan FCI 
• Presentations to students in the SOAR program for Marion County 
• The Division has had a representative on the Marion County Reentry Initiative (MCRI)  

 
Career Fairs 

DOJ conducts regular outreach to diverse communities as part of its normal recruitment strategies. DOJ utilizes a wide 
variety of websites and targeted lists to advertise openings. Target populations include colleges & universities 
nationwide as well as websites and groups that represent and carter to specific populations. 

Additionally, DOJ representatives attend local career fairs and conduct outreach and on-campus visits: 

• Portland Community College Cascade Career and Job Fair (draws a diverse pool of applicants through 

extensive advertising & promotion in minority publications and networks). 

• Informational sessions were held at local law schools during the onset of the Honors Attorney recruitment in 

2019 and 2020 and are scheduled for Spring 2021. 

• Lewis and Clark Law School. Addressed approximately 20 mostly first year law students to 

encourage application to our law clerk program in September 2019 and January 2020. Diverse 

applicants encouraged to apply. 

• Willamette University College of Law. Addressed approximately 20 mostly first year law students to 

encourage application to our law clerk program in September 2019 and January 2020. Diverse 

applicants encouraged to apply. 

• University of Oregon School of Law. Addressed approximately 50 mostly first year law students to 

encourage application to our law clerk program in September 2019 and January 2020. Diverse 

applicants encouraged to apply. 
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• In September 2020, we addressed approximately 40 students in a virtual workshop to encourage 

application to our law clerk program.  These were students from Willamette, Lewis and Clark, and 

University of Oregon’s Law Schools.  Diverse applicants encouraged to apply.  

• In January 2021, we addressed approximately 125 students in a virtual workshop to encourage 

application to our law clerk program.  These were students form Willamette, Lewis and Clark and 

University of Oregon’s Law Schools.  Diverse Applicants encouraged to apply.  

• In April 2019, we attended the Portland Community College Job Fair 

• In September 2019, we attended the Salem Convention Center Job Fair.  Participants were given 

the opportunity to participate in mock interviews for high school and college students.  

 
Outreach and Education 

DOJ's Director of Outreach and Education Ellen Klem's mission is simple: To prevent financial harm to 
Oregonians, especially older adults, Oregonians whose first language is not English and students who have 
incurred significant education-related debt. Her activities include, but are not limited to, the following: 

• Serving as a liaison between the Oregon DOJ, federal, state, and local government entities and officials, 
tribes, community organizations, advocacy groups, and members of the media 

• Coordinating financial educational campaigns that target vulnerable Oregonians 
• Presenting — on average — once a week to Oregonians 
• Producing and distributing new outreach and educational materials that target vulnerable Oregonians 
• Issuing Scam Alerts to the nearly 15,000 members of the Scam Alert Network 

 
Native American Affairs 

DOJ's tribal relations activities are detailed in DOJ's annual Government to Government report provided to the 
Governor's General Counsel and the Legislative Commission on Indian Services pursuant to ORS 182.166. 

Those activities are coordinated by Special Counsel Kamala Shugar as well as outgoing Native American Affairs 
Coordinator, Stephanie Striffler in 2019 and Native American Affairs Coordinator AAG Karen Clevering in 2019 
and 2020. In addition, the Division of Child support has a tribal liaison, Dawn Marquardt, and the Division of Child 
support branch offices have staff designated to work with tribes in their area. 

Activities in 2019-2020 included: 

• Every other year, the Attorney General convenes a statewide public law conference for 
representatives and leaders from all Oregon state agencies on legal matters specific to public 
agencies and their administration. In October 2019, AAGs Stephanie Striffler and Karen Clevering 
presented a session on Tribal Relations. 

• DOJ attended the 2019 and 2020 Annual Tribal/State Government-to-Government Summit.  The 2019 
Summit was hosted by the CTUIR, and Karen Clevering and AAG Patrick Flanagan of the Environmental and 
Cultural Resources Enforcement Unit attended.  The 2020 Summit was hosted via zoom, and this electronic 
format provided more opportunities for DOJ to participate.  Attendees included Attorney General Rosenblum, 
Chief Counsel Renee Stineman, Deputy Chief Counsel Amy Alpaugh, AAG Karen Clevering, and AAG 
Patrick Flanagan attended. 
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• AAG Karen Clevering participated in tribal-state "cluster" meetings of state and tribal staff discussing 
issues of common interest, in particular the Public Safety Cluster and Cultural Resources cluster (along 
with Assistant Attorney in Charge Patrick Flanagan of the Environmental and Cultural Resources 
Enforcement Unit). Karen Clevering also attended the February 2020 Legislative Commission on Indian 
Services meeting and updated the Commission on DOJ work. 

• In 2019 and 2020, the Crime Victim and Survivor Services Division (CVSSD) continued to build stronger 
collaboration between tribes and statewide technical assistance agencies, grant-funded programs and 
community partners.  Tribal representatives sit on community program boards, are included in local trainings 
and partner meetings, and provide culturally specific training by tribal partners to non-tribal program staff.  
CVSSD awarded non-competitive domestic and sexual violence funding in a FY 2019 - 2021 joint application 
to tribes.  As of October 2019, seven of the nine federally recognized tribes have used the non-competitive 
grant funding ($165,000 - $215,000) to provide emergency support services for victims, which includes 
transitional housing, mental health and legal services, and travel and training for tribal advocates.  Funding 
also provides for additional part-time advocates to increase service delivery for victims in a large tribal county 
service area (up to eleven counties for tribes).  The funding to tribes helps to ensure equal access to services 
for all victims across the State.  As grantees, communication and collaboration with the Tribes on a state and 
local level has increased.  Ongoing joint grant funding available to all nine tribes for the two-year 
noncompetitive funding increased to a total of $240,000.  Tribes, along with other CVSSD grant funded 
programs, received additional COVID relief and emergency housing grant funds. 

• DOJ attended the Tribal Court-State Court forum meetings in June 2019 and November 2020.  
AAGs Stephanie Striffler, Domestic Violence Resource Prosecutor AAG Sarah Sabri, and AAG 
Karen Clevering participated in discussions about enforcement of tribal court protective orders.  
CVSSD’s Diana Fleming also attended.  

• Throughout 2019 and 2020, DOJ’s Child Advocacy Section (ChAS) has been involved in multiple 
committees focused on developing legislation for a state Indian Child Welfare Act and redesigning 
DHS/Child Welfare’s ICWA processes and training.  HB 2414 (ORICWA) was passed in the 2020 
Special Session.  Since then, ChAS has assisted in the development of an ORICWA benchbook 
through the Oregon Judicial Department’s Juvenile Court Improvement Project. 

• In January 2020, U.S. Attorney for the District of Oregon Billy J. Williams and Oregon Attorney General Ellen 
Rosenblum jointly issued Official Guidance for Enforcement of Tribal Protection Orders/ "Foreign Restraining 
Orders".  Domestic Violence Resource Prosecutor AAG Sarah Sabri and AUSA Tim Simmons provided 
presentations on this topic at DOJ’s RISE trainings in March 2020 to law enforcement and public safety staff.  
In person trainings occurred in Salem, Central Point, Klamath Falls, Redmond, Madras in early March.  Due 
to the COVID-19 statewide stay-at-home order, DOJ was unable to complete its scheduled trainings in 
Warrenton, Clackamas Grand Ronde, Coos Bay, Roseburg, The Dalles, Pendleton and Baker City.  DOJ 
plans to provide virtual trainings in the future.   

• On January 21, 2020, AG Rosenblum met with Confederated Tribes of Grand Ronde Tribal Council at their 
request to discuss issues of common concern. 

• On February 10, 2020 General Counsel Chief Counsel Renee Stineman and AAG Karen Clevering 
participated in the Attorney General Alliance Sovereign to Sovereign Summit at the Thunder Valley Casino 
Resort in Lincoln, CA.  The intergovernmental summit hosted state attorneys general and Native American 
leaders and their attorneys general.  The focus of the summit was educating state attorneys general and staff 
about Native American history and federal policy, sovereignty, native sovereign law, courts, law enforcement 
and jurisdictional issues and economic development and building a framework for cooperation between state 
attorneys general and native sovereign governments. 
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• In July and August 2020, DOJ convened its second annual Community Conversations roundtables and held 
the session for American Indian/Alaska Native voices, experiences, and perspectives was held on July 22, 
2020. 

• In December 2020, Attorney General Rosenblum joined Washington Attorney General Bob Ferguson and 
over thirty tribal nations to prevent the sale of the National Archives building in Seattle and the relocation of 
innumerable, undigitized records critical tribal communities in the Pacific Northwest.   

 
 
Diversity Awareness Program 

Agency-Wide Diversity and Inclusion Committee 

DOJ Diversity and Inclusion Committee meets monthly to identify ways DOJ can continue to meet the committee's 
mission to promote diversity awareness at all levels. The committee consists of employees across DOJ's Divisions 
and regularly conducts trainings and awareness activities within the agency. 

The Oregon Diversity Conference 

DOJ is a sponsor of the State of Oregon Diversity and Inclusion Conference. DOJ actively encourages employee and 
manager attendance to the annual conference as one of its primary diversity and inclusion training opportunities. 
Approximately 180 employees have attended this conference since last biennium.  

Leadership Development/Training Programs 

The Human Resource Business Partners provide continued on-going training to managers during monthly meetings. 
Training includes: HR practices, collective bargaining agreements, and performance management. Embedded in 
each of these trainings for managers is an overarching value for diversity and inclusion and acceptance and respect 
for employees from all backgrounds and walks of life. 
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UPDATE: EXCUTIVE ORDER 
Status of Executive Order 16-09 

 

Respectful Leadership Training 

DOJ, through training and education, seeks to improve job performance, increase professionalism, increase diversity 
and inclusion, and enhance career opportunities in order to conduct its business effectively and efficiently. 

DOJ currently provides leadership training through the Human Resource Generalists, Labor and 
Employment's Client Training, in-house Continuing Legal Education workshops, and Department of 
Administrative Services training. 

In the coming year, DOJ is embarking on training in the areas of cultural competency and implicit bias, so as to 
ensure fair and equitable treatment of all employees and clients of DOJ. 

DOJ has provided several training sessions between 2019 – 2021 on Implicit Bias for the employees of the Criminal 
Justice Division 

Statewide Exit Survey 

In our goal to continue to make DOJ a place where people want to work. Our exit survey allows departing 
employees the opportunity to share their honest opinions regarding their work experience with the agency. 
DOJ is interested in how employees view their tenure and what information and suggestions they can provide 
related to their experience. The survey covers issues such as benefits, working conditions, opportunities for 
career advancement, the quality and quantity of the workload, and relationships with coworkers and 
supervisors. 

DOJ runs periodic reports to review the results collected and to perform a data analysis. The data analysis provides 
an understanding of the degree to which voluntary turnover is preventable. 

Over the last biennium, the top reasons employees left DOJ were: 1) career advancement, 2) compensation, and 3) type 
of work. 

Compared to the previous biennium, voluntary resignations surpassed retirements this biennium as the number one 
reason for leaving DOJ. Specific reasons for resignations varied widely. Additionally, compared to last biennium, work 
climate (an employee's relationship with co-workers and/or managers, diversity, comfort level), compared to last 
biennium, has improved. Fewer respondents this biennium indicated the work climate influenced their decision to leave 
DOJ. 

The data shows that 70-90% of respondents were quite satisfied with supervisory relationships, fair and equal 
treatment, and overall enjoyed working for the agency. Such positive responses tend to indicate an inclusive culture. 

The data shows that compared to last biennium, employees who separated believe communication regarding the 
advancement process needs improvement. With the implementation of a new enterprise Human Resource 

Information System, the goal is to improve the recruitment process, including timeliness. 

Management Evaluation 
 
DOJ has incorporated affirmative action objectives as a key consideration for a manager's or supervisor's 
performance evaluation. Specific examples of the managers' and supervisors' affirmative action objectives and 
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diversity and inclusion successes and achievement are described below. Management personnel receive 
annual performance evaluations to assess whether they are meeting their affirmative action objectives. Any 
goals or work plans for future performance are outlined in the evaluation. 

Performance objectives for managers include, but are not limited to: 

a. Understand Equal Employment Opportunity (EEO), Affirmative Action (AA), Diversity and Cultural Competency 
principles, and the agency's AA Plan goals and objectives. Develop and implement strategies to meet goals 
and objectives and report annual efforts, successes and/or accomplishments during the period. 

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

c. Promote and foster a positive, professional and respectful work environment within the agency programs concerning 
EEO, AA, Diversity, and Cultural Agility. Ensure employees are aware of and follow agency policies and procedures, 
address work-related issues and/or concerns immediately, and take appropriate action if necessary. 

d. Attend EEO, AA, and other diversity-related training to provide leadership to staff by being aware of diversity and 
cultural issues. This also includes supporting employees to attend such programs for further professional 
development. 

e. Ensure information regarding EEO, AA and Americans with Disabilities (ADA) information is properly displayed on 
the appropriate boards at the worksite(s). 
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ROLES FOR IMPLEMNTATION OF AFFIRMATIVE ACTION PLAN 

Attorney General 
 
The Attorney General is responsible for directing the implementation of DOJs' Affirmative Action Plan. The 
Attorney General has committed DOJ to a policy of equal employment opportunity and maintains an active 
interest in the attainment of affirmative action goals and objectives. The Attorney General has assigned the 
overall responsibility for monitoring and implementing DOJ's Affirmative Action Plan to the Affirmative Action 
Officer. 

Deputy Attorney General 
 
The Deputy Attorney General deals directly with complaints of discrimination and harassment and ensures that 
appropriate investigations and corrective actions occur. 

Managers and Supervisors 
 
Division Administrators, Section Managers, Unit Supervisors and other Executive Staff share the responsibility 
for the success of the Affirmative Action Plan through their direct Department management and policy-making 
roles. 

Specific responsibilities of managers and supervisors include: 
 
• Establish and maintain an inclusive work environment free from harassment of any kind that encourages 

all employees to achieve their full potential. 
Become familiar with the details of the Affirmative Action Plan and monitor the progress of hiring and 
promotions in relation to goals. 
 
Communicate the Affirmative Action Plan by: 
 
• Maintaining a copy of the plan and having it readily available for employees to read. 
• Routing information to subordinate management personnel and staff on EEO, 

with disabilities, affirmative action and sexual harassment issues. 
• Holding regular discussions with subordinate managers and employees to ensure that the Affirmative 

Action Plan is understood and is being implemented. 
• Provide assistance in the identification of problem areas and recommend program actions to comply 

with Affirmative Action Plan long-term policies and meet short-term goals. 
• Ensure that women, people of color, and people with disabilities who are qualified job candidates will be 

considered for appointment and promotion, consistent with DOJ's Affirmative Action Plan. 
• Encourage upward mobility for people of color, female employees, and employees with disabilities. This 

includes addressing career development and training opportunities, as appropriate. 
• Take proactive steps to locate qualified female and minority candidates, including current DOJ 

employees, for vacant and future positions. 
• Attend, direct subordinate supervisors to attend, and encourage employees to attend EEO/AA training 

activities. 
• Evaluate the performance of subordinate managers regarding their effectiveness in achieving 

affirmative action objectives. 
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Affirmative Action Officer 
 
DOJ's Human Resources Director, as DOJ's designated Affirmative Action Officer, has these responsibilities: 
 

• Investigate discrimination and sexual harassment grievances and complaints. 
• Serve as DOJ's liaison with the Governor's Affirmative Action Officer. 
• Assist members of DOJ's Diversity and Inclusion Committee. 
• Review applicant flow data to monitor percentage of people of color, females and people with disabilities to 

assess areas of recruitment that may need further outreach. 
• Facilitate periodic review of hiring and promotion patterns, training programs, job descriptions, and work assignments 

to identify barriers to equal employment opportunity 
• Develop reporting tool through new statewide Human Resources Information System, Workday, to provide means 

for voluntary updates on the Employee Voluntary Questionnaire for Self-Identification of race, ethnicity, gender and 
disability status. 

• Prepare the periodic updates to the Affirmative Action Plan for submittal to the Governor's Office of Diversity & 
Inclusion. 

• Distribute copies of the Affirmative Action Plan to groups and individuals both internally and externally, including the 
Governor's Diversity & Inclusion Office, Department managers and supervisors, collective bargaining organizations 
that represent Department employees, and other individuals who indicate an interest in the Affirmative Action Plan. 
(Copies are available to review in all work locations throughout DOJ by employees and interested members of the 
public.) 

• Provide information to the Attorney General, Executive Staff, and Diversity and Inclusion Committee, as 
appropriate, regarding DOJ's Affirmative Action Plan monitoring, implementation, and updating procedures. 

• Administer DOJ's discrimination, grievance and complaint resolution process. 
• Counsel and advise managers and supervisors in administering the collective bargaining agreements and Personnel 

Rules and Policies in a nondiscriminatory manner. 
• Ensure Department compliance with all applicable federal and state laws, rules, and regulations. 

 
Diversity and Inclusion Committee 

The Diversity and Inclusion Committee is composed of representatives from divisions across DOJ and has these 
responsibilities: 

• Identify and evaluate methods and actions for integrating diversity and inclusion within DOJ's workforce. 
• Recommend actions to integrate valuing diversity throughout the workforce. 
• Serve as a conduit to recommend diversity and inclusion ideas from the DOJ staff to DOJ's executive team. 
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DOJ WORKPLACE REPRESENTATION REPORT 
December 31, 2020 

People of Color 
EEO Categories Total DOJ  

employees 
# of group  
employed 

# of group 
needed to 
reach parity 

% of goal  
achieved 

Change in # of POC  
from 06/30/2018 

OFFICIAL/ADMINISTRATOR 
     Upper Management 
     Middle Management 
 

108 
55 
53 

17 
8 
9 

14 
8 
6 

100% 
100% 
100% 

 

+3 
 
 

PROFESSIONALS 787 137 90 100% +33 
TECHNICIANS 22 7 1 100% +6 
PROTECTIVE SERVICE WORKERS 16 4 1 100% +2 
PARAPROFESSIONALS 77 14 6 100% +7 
ADMINISTRATIVE SUPPORT 320 83 29 100% +22 
TRADES/MAINTENANCE REPAIR 1 0 0 N/A NC 
SERVICE MAINTENANCE WORKER 3 1 1 100% NC 

Total 1,334 263      
Women 

EEO Categories Total DOJ  
employees 

# of group  
employed 

# of group 
needed to 
reach parity 

% of goal  
achieved 

Change in # of  
Women from 
06/30/2018 

OFFICIAL/ADMINISTRATOR 
     Upper Management 
     Middle Management 
 

108 
55 
53 

71 
32 
39 

41 
18 
24 

100% 
100% 
100% 

 

+7 
 
 

PROFESSIONALS 787 531 343 100% -5 
TECHNICIANS 22 20 3 100% +18 
PROTECTIVE SERVICE WORKERS 16 3 6 50% -3 
PARAPROFESSIONALS 77 69 33 100% +11 
ADMINISTRATIVE SUPPORT 320 261 222 100% +13 
TRADES/MAINTENANCE REPAIR 1 0 0 N/A NC 
SERVICE MAINTENANCE WORKER 3 0 1 0% NC 

Total 1,334 955      
People with Disabilities 

EEO Categories Total DOJ  
employees 

# of group  
employed 

# of group 
needed to 
reach parity 

% of goal  
achieved 

Change in # of PWD  
from 06/30/2018 

OFFICIAL/ADMINISTRATOR 
     Upper Management 
     Middle Management 
 

108 
55 
53 

3 
2 
1 

6 
4 
2 

50% 
50% 
50% 

 

-3 
 
 

PROFESSIONALS 787 19 52 37% +2 

TECHNICIANS 22 0 0 N/A NC 
PROTECTIVE SERVICE WORKERS 16 0 1 0% NC 
PARAPROFESSIONALS 77 1 3 33% NC 
ADMINISTRATIVE SUPPORT 320 6 19 32% -2 
TRADES/MAINTENANCE REPAIR 1 0 0 N/A NC 
SERVICE MAINTENANCE WORKER 3 0 0 N/A NC 

Total 1,334 29      
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ACCOMPLISHMENTS AND PROGRESS 

AA/EEO Categories 
The EEO job categories listed below provide detailed information regarding DOJ's standing in meeting Affirmative Action 
goals as they relate to representing women, people of color, and people with disabilities in the workplace. Within each job 
category, there are job sub-categories that may be mentioned due to either significant progress or lack of progress. Also 
mentioned are the unique obstacles encountered in meeting parity goals as well as the proposed actions to address the 
adverse impact in those areas. 

In addition, our workforce data for people of color or people with disabilities reflects those individuals who have so 
identified themselves or through the visual assessment process (for people of color only). Specifically, due to Federal 
EEO reporting requirements, those that have declined to self-identify have been designated an EEO ethnicity code as 
a result of a third-party visual assessment and may not accurately reflect the correct designation. If an employee is the 
subject of a visual assessment, he or she is given notification of the designation along with instructions on how to 
dispute it. Data regarding people with disabilities reflects not only individuals that have self-disclosed but those that 
have been determined to have a qualifying disability through the ADA interactive process. 

 
A. Officials/Administrators 

 
a. The Workplace Representation Report shows 108 employees in this category, which includes mid-level 

management, executive staff, and Attorneys-in-Charge (AIC). DOJ exceeds the parity goal for females by 
employing 71 females, which results in 100% compliance. This is consistent with data from the previous 
period wherein compliance was also achieved. Although parity was achieved in this category, it is important 
to note that there was an increase in the number of females in Upper Management (+8) since last reporting 
period; conversely there was a decrease in females in middle management (-1). The data also reflects an 
increase in representation with people of color, with an increase of 3, meeting parity. The data also reflects 
a decrease in representation of people with disabilities, meeting 50% parity (-3).  

 
b. Upper management positions are generally the most difficult to fill due to specialized requirements and 

small applicant pools. Turnover in these positions is low. Many of these are AIC positions that require 
current membership with the Oregon State Bar (OSB) and experience in a specialized area. 
Demographics of the OSB reflect a lack of diversity, which affects our ability to meet goals. Some of the 
ways that DOJ is working to attract a more diversified attorney applicant pool is to send job 
announcements to the Oregon State Bar (OSB) Diversity and Inclusion Section who then shares with 
other resources. Other sources include social media and the American Bar Association to target attorney 
applicant pools outside Oregon. Appointments to AIC positions are often made from an internal 
candidate pool due to the experience required for the positions. DOJ continues to work diligently to 
increase the diversity in our attorney applicant pool. 
 

B. Professionals 
 

a. The Workplace Representation Report indicates that DOJ exceeds women and 137 people of color in this 
category, and therefore demonstrates 100% compliance. This is consistent with data from the previous 
reporting period during which compliance was also achieved. Since DOJ has started using Workday for 
attorney recruitment, this has provided an avenue for applicants to identify their ethnicity. This reporting 
period reflected an average of 12% People of Color (POC) who applied for 
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attorney positions and self-identified, compared to a workforce rate of 10%. The current representation 
report shows an increase of 4 POC, which suggests recruitment and selection efforts for this group are 
seeing positive results. 

b. The data also indicates the under-representation of people with disabilities, which is consistent with the 
previous reporting period. DOJ employs 17 people with disabilities which is an increase of 4 from last 
reporting period. DOJ will continue to persevere in its efforts to improve representation of this protected 
class in this job category. 

 
C. Technicians 

 
a. This category is comprised of 22 employees in the classifications of Accounting Tech 2 and 3’s, Human 

Resource Assistant and Information Systems Specialist 2. The Workplace Representation Report shows 
this category at parity for people of color. It is below parity for women and people with disabilities. There 
has been no change since last reporting period. DOJ will continue to work diligently to increase 
representation of woman and people with disabilities in this job category. 

 
D. Protective Service Workers 

 
a. The 16 employees in this category are primarily Criminal Investigators. The Workplace Representation 

Reports shows that this category is below parity for women and above for people of color. However, this 
category is under-represented by one in the people with disabilities category. These positions require 
experience in special subject areas, Certification and special physical qualifications are required to 
perform the essential functions of the job. In addition, there are limited opportunities for hire in this 
category. 

 
E. Paraprofessionals 

 
a. The 77 employees in this category are all Paralegals. The Workplace Representation Report shows that 

this category is above parity for women and people of color. People with disabilities are underrepresented 
in this category. DOJ will continue to advertise openings in job boards and publications specific to hiring 
people with disabilities. 

 
F. Administrative Support 

 
a. This category is comprised of administrative and clerical support positions, and the supervisors of these 

positions. There are 320 employees in this category, an increase in representation of 35 since last 
reporting period. The Workplace Representation Report shows that this category is above parity for 
women and people of color and is under-represented by people with disabilities. There was a reduction 
of 2 people with disabilities since the last reporting period. DOJ remains committed to recruiting and 
accommodating employees with disabilities. 

 
G. Trades/Maintenance Repair 

 
a. There is one employee in this category, a Facility Operations Specialist 1. There are no parity goals for 

this category. There is no change from last reporting period. 
 

H. Service Maintenance Workers 
 

a. There are three employees in this category. There are no parity goals for this category for people with 
disabilities. People of Color are at parity. Women are under-represented by one in this category. There 
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is no change from last reporting period.  Although parity was met for virtually all EEO categories, applicant 
flow for POC in some cases was significantly higher than the workforce representation rate. DOJ will 
continue to make efforts to increase representation across these categories. 

 

Recruitment and Selection 

Recruitment and selection for positions represented by collective bargaining organizations followed applicable laws and 
regulations including: Federal civil rights laws, State Personnel Relations Law, particularly ORS 240.306(2), (3) and (7), 
ORS 240.309, OAR 582-90-010 and 030, OAR 105-040-0001 through 0080, and applicable collective bargaining 
agreement provisions. 

Recruitment and selection for temporary, unclassified unrepresented, management service and executive service 
positions were accomplished in full adherence to Federal civil rights laws, ORS 240.379, OAR 1050400001 through 
0080, DOJ of Administrative Services (DAS) Personnel Rules and Policies, and DOJ's Affirmative Action Plan. 

Schools, colleges, law schools, employment agencies, vocational rehabilitation agencies, and other recruiting sources were 
used by DOJ and Recruitment Analysts to encourage qualified applicants who are people of color, women, and people with 
disabilities to apply for all job opportunities. All solicitations for employment included a statement that DOJ is "An Equal 
Opportunity Employer". 

• Recruitment Strategies: DOJ's Recruitment Analysts worked with hiring managers to develop recruitment 
strategies that address specific opportunities to reduce or eliminate under-representation of females, people of 
color, or people with disabilities in job categories. Strategies included ensuring a diverse representation on 
interview panels and expanding outreach efforts through use of community outreach programs, DOJ's internet 
and intranet websites, and internet job posting websites. 

• Law Clerk Recruiting: DOJ advertises all external job postings through local law school career service sections 
and publically accessible job boards. In addition, DOJ networks with various law student affinity groups. 

• Attorney Recruiting: DOJ advertises all external job postings through the Oregon State Bar Diversity & Inclusion 
Section which networks with various attorney affinity groups. 

 
Training 

Employees receive on-the-job training to allow them to perform their assigned duties to the best of their ability, within 
the resources available to DOJ. Every attempt is made to authorize participation in educational programs designed to 
improve job performance and professional competency, regardless of race, color, religion, ancestry, national origin, 
political affiliation, sex, age, marital status, sexual orientation, physical or mental disabilities, and without discrimination 
for any other reason prohibited by law or policy of the state or federal government. DOJ's efforts include but are not 
limited to providing educational stipends and authorizing participation in professional conferences, institutes and 
workshops, including those having a diversity theme. Managers, supervisors, and human resources staff receive 
training in implementation of the 
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Department's Affirmative Action Plan and were provided support services as necessary to ensure their success in 
this area. 

• Employee Development: Job rotations, underfills and other career-development opportunities have been 
utilized during this reporting period in an effort to retain and provide additional career paths for our 
employees. 

• Education and Awareness: DOJ provides continuing legal education (CLE) focusing on 
Access to Justice. Courses that have been presented since last biennium include Indian Law, 
401: Tribal Agreements; Civil Commitments of the Mentally III, Race-the Power of an Illusion: 
The Difference Between Us. Access to Justice courses are open to all DOJ staff. 

 

• Miscellaneous Training: The attorneys in the Labor & Employment Section of DOJ provided training to 
DOJ employees (and other agencies) on a number of topics including Sexual Harassment, Americans with 
Disability Act, Understanding Workplace Harassment, Employment Law, and Veteran's Preference.  
 

• Non-Discrimination and Harassment Policy: DOJ has an updated non-discrimination and harassment 
policy (Appendix A-2) which includes a complaint procedure for employees to follow. DOJ also conducts 
mandatory training for all staff, and additional mandatory training for supervisors. During this reporting 
period, all complaints were promptly investigated, and corrective action taken as appropriate. 

• ADA, Reasonable Accommodation: All new supervisors received training on the Americans with 
Disabilities Act and reasonable accommodation. Staff requesting accommodation under the ADA were 
treated fairly, consistently, and were not discriminated against. 

• Affirmative Action Plan Education: DOJ educates managers about the Affirmative Action Plan, DOJ's 
goals, and managers' responsibilities. DOJ's executive staff will ensure that subordinate managers are 
aware of these goals and are actively working to accomplish them. 

Layoffs, Recalls and Disciplinary Actions 

DOJ had no layoffs during this reporting period. Terminations, demotions, and disciplinary actions were made 
without regard to race, color, religion, ancestry, national origin, political affiliation, sex, age, marital status, sexual 
orientation, physical or mental disabilities, and without regard to any other reason prohibited by law or policy of the 
state or federal government. They were made in accordance with applicable provisions of the State Personnel 
Relations Law, ORS chapters 240 and 659, DAS Personnel Rules and Policies, and all applicable collective 
bargaining agreement provisions. 

Employee Compensation and Benefits 
 
All compensation and benefits of temporary, unclassified unrepresented, represented, management service and 
executive service positions followed the applicable Department of Administrative Services compensation plans, 
DOJ compensation policy, and applicable provisions of collective bargaining agreements during this reporting 
period. 
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DOJ is committed to fair employment practices and non-discrimination, including pay equity for all employees. In 
support of recent Legislation passed (HB 2005, Pay Equity), DOJ completes pay 
equity analysis on all applicants. Additionally, DOJ has completed a pay equity survey of all incumbents and will be 
conducting the same type of analysis in the forthcoming biennium. 
 
Affirmative Action Performance Evaluation Criteria for Managers and Supervisors 
 
All managers and supervisors are responsible for promoting the affirmative action goals and objectives in their 
divisions/sections/units. The following minimum criteria were applied in the performance evaluation of managers 
and supervisors regarding their effectiveness in achieving affirmative action objectives: 

• Fostering and promoting a diverse workforce and environment, promoting the affirmative action goals 
and objectives, and ensuring that staff is knowledgeable about DOJ affirmative action and diversity and 
inclusion strategies. 
 
• Ensuring fair treatment of all persons and giving equal opportunity in selection, training, promotion, 
performance evaluation (including nonbiased interview questions and selection criteria, and diverse 
representation on interview panels), work assignment (including encouragement of developmental 
assignments), classification, compensation, and assignment of overtime. 
 
• Strictly adhering to grievance procedures without retaliation or reprisal against any person filing a 
complaint of discrimination, or against any person giving testimony or aiding in the resolution of a 
complaint. 
 
• Resolving formal and informal complaints regarding unlawful discrimination and accommodation 
issues. 
 
• Ensuring that subordinate staff attends DOJ's mandatory Discrimination and Harassment training. 

Monitoring and Progress Reporting 
 
DOJ's records reflecting its progress under this plan were made available for inspection at all times to 
appropriate state and federal officials during this reporting period. The U.S. DOJ Office for Civil Rights 
approved DOJ's Equal Employment Opportunity Plan (EEOP) which further demonstrates our success in 
attracting and retaining women and people of color across all EEO job categories It should be noted that an 
updated EEOP is not due until after this reporting period. 
 
Grievances and Complaints 
 
DOJ responded to all complaints and grievances without regard to race, color, religion, ancestry, national 
origin, political affiliation, sex, age, marital status, sexual orientation, physical or mental disabilities, or any 
other reason prohibited by law or policy of the state or federal government, and in accordance with all 
applicable provisions of the State Personnel Relations Law, ORS chapters 240 and 659, DAS Personnel Rules 
and Policies, and collective bargaining agreement provisions. DOJ Policy 3-21 reaffirms DOJ's commitment to 
discrimination and harassment-free workplace, clarifies the types of conduct that constitute violations of the 
policy, and provides an effective complaint procedure for those who believe they have observed or been victims 
of prohibited conduct (see Appendix A-2). All new employees are given a copy of Policy 3-21 and the entire 
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DOJ Policy & Procedures Manual is available for review by all employees through the DOJ Intranet. For 
employees represented by a collective bargaining agreement, the applicable agreement outlines the grievance 
procedure employees may follow to file a grievance through the Union. 
 
Internal and External Dissemination 
 
Copies of this plan were distributed to: 

• Office of the Governor, Director of Diversity & Inclusion 
• Executive Staff 
• Human Resources and Payroll Unit employees 
• All Department management personnel 
• Collective bargaining organizations which represent Department employees 

DOJ employees have full and ready access to the Affirmative Action Plan through permanently posted 
announcements in all Department workplaces regarding (a) DOJ's Affirmative Action Policy and (b) information 
stating that they may view the Affirmative Action Plan on the DOJ Intranet Diversity and Inclusion Committee's 
site. 
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GOALS, STRATEGIES, AND IMPLEMENTATION  
 
 

DOJ's goals for the coming biennium are to maintain parity where it exists and to resolve Areas where there is 
underrepresentation. 
 
Specific goals include: 

1. Increase recruitment, promotion, and retention of employees with disabilities in 
Professional job categories. 
 

2. Increase recruitment, promotion and retention of individuals that identify as people of color 
in the job category of Officials /Administrators. 
 

3. Increase recruitment, promotion and retention of individuals who identify as females in the 
job category of Technician. 

 
Identified Challenges 

• Although we often have large applicant pools for non-attorney positions, the number of 
applicants who identify as people of color range from a low of 17.1% (Administration), to a 
high of 30.8% (Administrative Support) 
 

• The State does not ask applicants to identify if they are disabled and therefore there is no data 
to determine if applicant pools include people with disabilities. 
 

• Some positions such as Criminal Investigators require greater physical demands to perform 
the essential functions. 
 

• Employees do not always identify themselves as having a disability at the time of employment. 
There is not a mechanism in place to prompt employees to update the Employee Voluntary 
Questionnaire for Self-Identification which asks employees to identify disability status. As a 
result, reports most likely do not reflect accurate figures for employees with disabilities. 
 

• DOJ is currently without a Diversity, Equity, and Inclusion Coordinator, however the 
appropriate recruitment documents are currently being reviewed and updated to conduct a 
recruitment for the position in the near future. 

The following action plan will be the basis for meeting our goals and overcoming challenges in the coming 
biennium: 

Recruitment and Selection 
• Job Announcements: DOJ has used an online recruiting system since January 2010 

which has more than doubled most applicant pools and increased DOJ's reach to 
applicants. Through this system, DOJ will post all vacancies. Advertising will be 
conducted in publications, on the internet, and through networking with minority-based 
organizations to increase diversity and find qualified applicants. DOJ will use websites 
like Linkedln and other professional social media and recruiting sites, to advertise 
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educate individuals about job requirements, application procedures, and required 
preparation for applying for potential vacancies through advertising and networking. 

• Recruitment Strategies: DOJ's Recruitment Analysts will work with hiring managers to develop 
recruitment strategies that will address specific opportunities to reduce or eliminate under-
representation of women, people of color, and people with disabilities in job categories. Strategies 
will include ensuring that there is diverse representation on interview panels and expanding 
outreach efforts targeting underrepresented groups. 

• Attorney Recruiting: DOJ will continue to investigate and develop creative means to increase 
diversity in attorney positions. External job postings are sent to the OSB Diversity & Inclusion 
Section, are posted on DOJ's Linkedln site, circulated to attorney diversity groups and advertised 
with related organizational job boards. In addition, DOJ has started allowing applicants to apply 
online through the E-Recruit system to gain larger applicant pools and to start tracking EEO 
applicant data. 

• Minimum Job Qualifications: Underfills and job rotation opportunities will be identified and used 
for developmental purposes when appropriate to broaden the diversity of the qualified applicant 
pool. 

• Honors Attorney and Law Clerk Programs: DOJ will continue to advertise nationally with 
affinitive law school associations and with the Oregon State Bar's Diversity & Inclusion Section to 
develop diverse applicant pools. Selection committees affirmatively look at candidates from 
diverse minority backgrounds when narrowing the pool for interviews. 

• Diversity, Inclusion and Equity Coordinator: DOJ has had a Policy Option Package (POP) for a 
Diversity, Inclusion and Equity Coordinator approved and is beginning work on the recruitment process. 
This position will be the internal coordinator for EEOC Title V and VII issues relating to Diversity, Inclusion, 
Equity, Equal Opportunity, Civil Rights and Affirmative Action. The main purpose of this position will be to 
develop, compose and institutionalize an agency Affirmative Action Plan to improve the workplace culture 
of all employees. With the recent additional training requirements to the Statewide Policies related to 
Harassment and Discrimination Free Workplace, DOJ intends to create a more inclusive and discrimination 
free organizational culture. 

Training 

Employees will receive on-the-job training to allow them to perform their assigned duties to the best of their 
ability, within the resources available to DOJ. Every attempt will be made to authorize participation in 
educational programs designed to improve job performance and professional competency regardless of 
race, color, religion, ancestry, national origin, political affiliation, sex, age, marital status, sexual orientation, 
physical or mental disabilities, and regardless of any other reason prohibited by law or policy of the state or 
federal government. Such programs may include, but are not limited to, providing educational stipends and 
authorizing participation in professional conferences, institutes and workshops. Managers, supervisors, and 
human resources staff will receive sufficient training for implementation of DOJ's Affirmative Action Plan. 
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• Employee Development: DOJ will use job rotations and other career development 
opportunities to retain and provide career paths for its employees. 
 

• Education and Awareness: DOJ will continue to support the activities of, and fully 
consider all recommendations made by the Diversity and Inclusion Committee. DOJ will 
continue to explore and develop new educational opportunities to increase awareness 
among all employees of the value of diversity and inclusion. It will continue to require all 
new employees to attend Avoiding Workplace Harassment training within six months of 
employment. 
 

• Non-Discrimination and Harassment Policy: DOJ has a non-discrimination and 
harassment policy (Appendix C) and will continue to conduct mandatory training for all 
staff as well as additional mandatory training for all managers and supervisors. The 
policy includes a complaint procedure for employees to follow. Complaints will be 
promptly investigated, and corrective action taken when appropriate. DOJ will relay its 
policy to new employees during New Employee Orientation and will ensure that new 
employees receive adequate training. 
 

• ADA, Reasonable Accommodation: Supervisors will continue to be trained on the 
Americans with Disabilities Act and reasonable accommodation to ensure that employees 
and job applicants are treated fairly and are not discriminated against. 
 

• Affirmative Action Plan Education: Managers will be educated on the Affirmative 
Action Plan, DOJ's AA goals and their responsibilities for goal achievement. DOJ's 
executive staff will ensure that subordinate managers are aware of these goals and are 
actively working to accomplish them. 

Layoffs, Recalls and Disciplinary Actions 

Layoffs, recalls from layoff, terminations, demotions, and disciplinary actions will be processed as needed 
without regard to race, color, religion, ancestry, national origin, political affiliation, sex, age, marital status, 
sexual orientation, physical or mental disabilities, and without regard to any other reason prohibited by law or 
policy of the state or federal government, and in accordance with all applicable provisions of the State 
Personnel Relations Law, ORS chapters 240 and 659, DAS Personnel Rules and Policies, and all collective 
bargaining agreement provisions. 

Employee Compensation and Benefits 
 
Oregon state government is committed to fair employment practices and non-discrimination, including pay 
equity, for all employees. To accomplish that, the Department of Justice relies on Policy and Pay Equity 
Project guidelines set out by the Department of Administrative Services (DAS). Compensation and benefits 
of temporary, unclassified unrepresented, represented, management service and executive service positions 
will be established in compliance with the applicable DAS compensation plans and policy, state law, DOJ 
compensation policy, and all applicable provisions of collective bargaining agreements.  

Affirmative Action Performance Evaluation Criteria for Managers and Supervisors 

All managers and supervisors will be held accountable for promoting affirmative action goals and objectives 
within their respective divisions/sections/units. The following minimum criteria are to be applied in the 

https://www.oregon.gov/das/Policies/20-005-10.pdf
https://www.oregon.gov/das/HR/pages/equity.aspx
https://www.oregon.gov/das/HR/pages/equity.aspx
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performance evaluations of managers and supervisors regarding their effectiveness in achieving affirmative 
action objectives (refer to Appendix C): 

• How well the manager/supervisor fosters and promotes a diverse workforce and environment, promotes 
the affirmative action goals, and objects, and ensures that his/her staff are knowledgeable about DOJ 
Affirmative Action and Diversity and Inclusion strategies. How fairly the manager/supervisor treats all 
persons and gives equal opportunity in selection, training, promotion, performance evaluation 
(including nonbiased interview questions and selection criteria and diverse representation on interview 
panels), work assignments (including encouragement of developmental assignments), classification, 
compensation, and assignment of overtime. 

• How strictly the manager/supervisor adheres to grievance procedures without retaliation or reprisal against 
any person filing a complaint of discrimination or against any person giving testimony or aiding in the 
resolution of a complaint. 

• How the manager/supervisor resolves formal and informal complaints regarding unlawful discrimination and 
accommodations issues. 

• How well the manager/supervisor ensures that subordinate staff attends mandatory Avoiding Workplace 
Harassment training. 

Monitoring and Progress Reporting 
 
DOJ's records reflecting its progress under this plan will be available for inspection at any time to appropriate 
state and federal officials. Periodic affirmative action status reports prepared by the Governor's Office of 
Affirmative Action will be furnished by DOJ as may be required to comply with applicable orders and regulations. 
 
Grievances and Complaints 
 
The Attorney General and Deputy Attorney General are committed to and fully support DOJ's discrimination 
complaint process as the optimal means to swiftly resolve any instance of actual or perceived discrimination. 
DOJ Policy 3-21 reaffirms DOJ's commitment to a discrimination and harassment-free workplace, clarifies the 
types of conduct that constitute violations of the policy, and provides an effective complaint procedure for those 
who believe they have observed or been victims of prohibited conduct (refer to Appendix C). All new employees 
are given a copy of Policy 3-21, and the entire DOJ Policy Manual is accessible and available for review by all 
employees at any time. For employees represented by a collective bargaining agreement, the applicable 
agreement outlines the grievance procedure employees may follow to file a grievance through the Union. 
 
Internal and External Dissemination  
 
Copies of this plan will be distributed to: 
 

• Office of the Governor, Director of Diversity & Inclusion 
• Executive Staff 
• Human Resources and Payroll Unit employees 
• All other Department management personnel 
• Collective bargaining organizations which represent Department employees. 
• Department employees will have full and ready access to the Affirmative Action Plan through 

permanently posted announcements in all Department workplaces regarding (a) DOJ's Affirmative 
Action Policy and (b) information stating that they may view the Affirmative Action Plan on the DOJ 
intranet at any time. Copies of the Affirmative Action Plan will also be distributed to those who 
indicate an interest in DOJ's affirmative action policies and procedures, including vendors and 
contractors. 
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APPENDIX A: State Policy Documentation 
2019-2021 State of Oregon Affirmative Action Report 

 
  

https://www.oregon.gov/gov/policy/Documents/2019-2021%20AA%20Report_FINAL.pdf
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 APPENDIX B 

Federal Documentation 

 http://www.oregon.goy/gov/policy/Documents/FederalAffirmativeActionTitleVII.pdf  

http://www.oregon.goy/gov/policy/Documents/FederalAffirmativeActionTitleVII.pdf
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APPENDIX C: DOJ Documentation 

DOJ POLICY 6-25: FILLING ATTORNEY POSITION VACANCIES 

Policy 6-25 Filling Attorney Position  

Effective Date: December 1, 2000 

Applicability: All full time and part time attorneys  

References: 

 
(1) Process 

The process for hiring AAGs is based on a competitive process. 

(2) Vacancies 

Vacancies within DOJ are posted or announced via DOJ's electronic 
information system. Vacancies which are not limited to application by 
department employees are announced to women and minority 
organizations as provided in the Affirmative Action Plan, and otherwise 
announced and advertised as determined appropriate for each vacancy. 

(3) Reassignments 

Nothing in this section shall be construed to prevent the Attorney 
General or designee from otherwise reassigning personnel within DOJ 
when such reassignment does not include an upward change in the 
attorney's classification. 
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DOJ REASONABLE ACCOMMODATION POLICIES, 
PROCEDURES & GUIDELINES 

(DAS 50-020.01) 

EMPLOYEE-RELATED 
 
1. Department of Justice Policy 

The Department will provide reasonable accommodation to qualified job applicants and employees 
with disabilities in all matters of employment, unless such accommodations would cause the 
Department an undue hardship, in order to: 

a. Ensure equal opportunity in the application and selection processes. 
b. Enable a qualified individual to perform the essential functions of a job. 
c. Enable employees to enjoy equal benefits and privileges of employment. 

Consideration of accommodation is to be initiated by the applicable supervisor upon a request for 
accommodation by an applicant or employee. 

2. Procedures for Making a Reasonable Accommodation Decision 

a. Look at the particular job involved. Determine its purpose and its essential 
functions. 

b. Consult with the individual with a disability making the request for reasonable 
accommodation to find out his or her specific physical or mental disabilities and limitations 
as they relate to the essential job functions. Identify the barriers to job performance and 
assess how these barriers could be overcome with an accommodation. 

c. When the need for an accommodation is not obvious, it is permissible to require that the 
individual with a disability provide documentation of the need for accommodation. 

d. In consultation with the individual, identify potential accommodations and assess how 
effective each would be in enabling the individual to perform essential job functions. If 
this consultation does not identify an appropriate accommodation, technical assistance 
is available from a number of sources (see section 4). There are also financial resources 
to help with accommodation costs. 

e. If there are several effective accommodations that would provide an equal employment 
opportunity, consider the preference of the individual with a disability and select the 
accommodation that best serves the needs of the individual and the Department. 

f. If the individual would prefer to provide his or her own accommodation, this 
preference should be given first consideration. However, the Department may choose 
among effective accommodations. (Note: If an individual is willing to provide his or 
her own accommodation, the Department is not relieved of the duty to provide this or 
another reasonable accommodation should this individual for any reason be unable 
or unwilling to continue to provide the accommodation.) 

g. If a particular accommodation being considered would impose an undue hardship due to 
reasons of undue cost or substantial disruption to the operation of the particular program 
or service, the consideration needs to include whether there are alternative 
accommodations that would not impose such hardship. 
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h. If the cost of an accommodation would impose an undue hardship on the Department, 
the individual is to be given the option of providing the accommodation or paying that 
portion of the cost which would constitute an undue hardship. 

i. Use the appropriate resources identified in the next section, if necessary, to assist in 
determining reasonable accommodations. 

j. Obtain the concurrence of the Human Resource Manager in any determination of undue 
hardship. 

k. Maintain documentation of reasonable accommodation determination actions for 
three years. 

 
3. Guidelines for Making Reasonable Accommodation Decisions 

a. Reasonable accommodation determinations need to be made on an individual 
basis, taking into consideration two unique factors: 
 
I. The specific abilities and functional limitations of a particular applicant or 

employee with a disability, and 
II. The specific functional requirements for a particular job. 

 
b. A reasonable accommodation must be an effective accommodation. 
 
c. The reasonable accommodation obligation in employment matters 
applies only to accommodations that reduce barriers to employment related to a 
person's disability; it does not apply to accommodations that a disabled person 
may request for some other reason. 
 
d. A reasonable accommodation need not be the best accommodation 
available, as long as it is effective for the purpose of giving the person with a 
disability an equal opportunity to be considered for a job, to perform the 
essential functions of the job, or to enjoy equal benefits and privileges of the 
job. 
 
e. An accommodation that is primarily for personal use is not required. 
 
f. The Department may decide to provide accommodations beyond those required by law. 
 
g. If there is a reasonable accommodation that will enable an individual to perform 
the essential functions of a job, the Department will provide it, unless to do so would impose 
an undue hardship in the operation of the Department or fundamentally alter the nature of 
the specific program. 
 
h. The Department is obligated to make an accommodation only to the known 
limitations of an otherwise qualified individual with a disability. In general, it is the 
responsibility of the applicant or employee with a disability to inform the Department 
that an accommodation is needed to participate in the application process, to perform 
essential job functions, or to receive equal benefits and privileges of employment. 
 
i. No discussion of reasonable accommodation with a job applicant is appropriate until a 
conditional offer of employment has been made unless: 
 
I. The applicant brings up the subject of disability or reasonable 

accommodation, or 
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II. The applicant has a known disability that would appear to interfere with or prevent 
performance of an essential job function. 

4. Assistance Available for Making Reasonable Accommodation Decisions and Taking 
Actions 

a. Managers and supervisors can acquire assistance, as applicable, from 
available outside resources including but not limited to the following: 
 
I.  Job site modification consultations from: 

 
i.  The public or private vocational rehabilitation counselor of the 
 individual with the disability. 

ii. Oregon Occupational Safety and Health Division, Department of 
Consumer and Business Services 

iii. Preferred Worker Program for relocating injured state workers 
iv. SAIF Corporation for work-injured employees 

II. Custom job and work site accommodations consultation are available from 
the (national) Job Accommodation Network, 1-800-526-7234. 

 
III. Other technical assistance regarding such matters as job/work site 

analysis/modification, vocational assessment, other adaptive aides 
and equipment, and other matters of accommodation from: 

i. Commission for the Blind, Portland, 971-673-1588 
ii. Oregon Disabilities Commission, 503-945-5811 
iii. Division of Vocational Rehabilitation, 503-945-5880 

IV. Assistance regarding all technical matters and accommodation 
determinations of reasonableness from EEOC's Region X ADA 
Technical Assistance Center.  

5. Procedures for Providing Notice of Reasonable Accommodation Availability 
Department recruitment announcements and advertisements and other written 
recruitment/application communications will provide notice of applicants' rights to 
request and receive reasonable accommodation in all aspects of the employment 
recruitment/application processes (i.e., completing applications, taking tests, 
participating in job interviews, and being considered for appointment to perform 
essential functions of positions). 

6. Procedures for Providing Reasonable Accommodations at Meetings, Training and 
Other Activities 

a. Department-sponsored employee meeting, training, social and recreational 
activities are to be held in wheelchair accessible facilities when such activities have the 
potential to be attended by employees or other persons who require such accessibility. 
b. Supervisors of employees with disabilities, when providing for the employees' 
meeting and training needs, are to ensure that: 

Facilities which are used for meeting and training purposes for 
employees with wheelchairs are wheelchair accessible or that 
comparable alternative training is provided. Advance arrangements 
are made with meeting conveners and training providers to provide 
other effective reasonable accommodation needs of the employees. 

7. Examples of Employment-Related Reasonable Accommodations 
  a. Job design and work environment accommodations for potential new employees in the 
 application, testing and selection processes may include:  
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• Making facilities readily accessible to and usable by an individual with a disability. 
• Administering alternative employment tests. 
• Altering when or how an essential job function is performed. 
• Restructuring a job by reallocating or redistributing nonessential job 

functions. 
• Obtaining or modifying equipment or devices. 
• Modifying application procedures, examinations, and training materials. 
• Providing qualified readers and interpreters. 
• Providing alternatives to standard forms of written materials, such as 

by large print, Braille, audio cassette, etc. 
• Allowing an employee to provide equipment or devices that the Department is not 

required by law to provide. 

b. Job design and work environment accommodations for current employees, in addition to 
the above, may include: 

• Part-time or modified work schedules. 
• Reassignment to a vacant position 
• Modifying training procedures and materials. 

c. Job site and facilities accessibility accommodations to enable employees and qualified 
potential employees to perform essential job functions and demands may include: 

• Removing raised thresholds. 
• Installing a ramp at the entrance to a building. 
• Reserving parking spaces close to the worksite that are wide enough to 

allow people using wheelchairs to get in and out of vehicles. 
• Making restrooms accessible, including toilet stalls, sinks soap and towels. 
• Rearranging office furniture and equipment. 
• Making a drinking fountain accessible (for example, by installing a paper cup 

dispenser). 
• Making accessible and providing an accessible "path of travel" to equipment 

and facilities used by an employee, such as copy machines, meeting and 
training rooms, lunchrooms, and lounges. 

• Removing obstacles that might be potential hazards in the path of people 
without vision. 

• Adding flashing lights when alarm bells are normally used to alert an employee 
with a hearing impairment to emergencies. 

8. Overview of Federal and State Law 
a. Reasonable accommodation is any modification or adjustment to a job, an employment 
practice, or the work environment that makes it possible for an individual with a disability to 
enjoy an equal employment opportunity. The obligation to provide a reasonable 
accommodation applies to all aspects of employment. 
 
b. A state agency cannot deny an employment opportunity to a qualified applicant or 
employee because of the need to provide reasonable accommodation unless it would 
cause the Agency to incur an undue hardship. 
 
c. Generally, it is the obligation of an individual with a disability to request a reasonable 
accommodation. 
 
d. A qualified individual with a disability has the right to refuse an accommodation. However, 

if the individual cannot perform the essential functions of the job without the 

accommodation, he or she may not be qualified for the job. 
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PROGRAM AND SERVICES-RELATED 

 1. Department of Justice Policy 
a. The Department will not discriminate on the basis of disability in admission or 
access to its programs and services. 
b. The Department will provide reasonable accommodation to qualified individuals 
accessing Department programs and services unless such accommodation would 
result in a fundamental alteration of the program or service or an undue financial or 
administrative burden. 

 2. Basic Principles in Making Reasonable Accommodation Decisions 
a. Reasonable accommodation determinations need to be made on an individual 

 basis, taking into consideration two unique factors: 
• The specific abilities and functional limitations of a particular person with 

a disability who is accessing the program or service, and 
• The specific functional aspects of the particular program or service being 

accessed. 
b. A reasonable accommodation must be an effective accommodation. 

DOJ will provide reasonable accommodation to qualified job applicants and employees with 
disabilities in all matters of employment, unless such accommodations would cause DOJ an 
undue hardship, in order to: 

a. Ensure equal opportunity in the application and selection processes. 
b. Enable a qualified individual to perform the essential functions of a job. 
c. Enable employees to enjoy equal benefits and privileges of employment. 

3. Assistance Available for Making Reasonable  Accommodation Decisions and Taking 
Actions 

a. Technical assistance regarding adaptive aides and 
 equipment and other matters of accommodation can be 
 obtained from: 

• Commission for the Blind 
• Oregon Disabilities Commission 

b. Assistance regarding all technical matters and accommodation determinations of  
   reasonableness from EEOC's Region X ADA Technical Assistance Center. 
c. Internal assistance including but not limited to obtaining and/or providing: 
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• Qualified sign language interpreters by contacting Human Resources 
• Other alternatives to standard modes of communication from 

  Administrative Services 
•  Equipment availability (purchase, lease, borrow), cost information, and 

  Acquisition follow- through from Operations, Administrative Service 
•   Other information, guidance, and assistance from the Human Resources 

  Manager acting as the Department's ADA Coordinator 

 4. Examples of Program and Services-related Reasonable Accommodation 
a. Areas in the Department which are frequented by persons accessing 
Department programs and services are to be posted with notifications: 
• That the Department does not discriminate on the basis of disability in 

admission or access to its programs and services. 
• How individuals with disabilities can obtain information and 
• other assistance in a more accessible format. 
• How to resolve a grievance alleging Department discrimination on the basis 

of disability through both the Department's information complaint procedure 
and enforcement agencies formal complaint procedures. 

• Department publications advising of the availability of programs and 
 services are to include the same information as listed above. 
 

b. Hearings and meetings for the public are to be held in wheelchair accessible 
 facilities, and notice of such activities is to include a statement of 
 accessibility and how a person with disabilities can arrange in advance for 
 other accommodations necessary for their effective participation in such 
 activities. 
c. Supervisors and other personnel responsible for having regular contact with   

clients and/or the public are to be provided training and instruction regarding 
the Department's reasonable accommodation responsibilities, policy and 
procedure. 

 
5.  Overview of Federal and State Law 

a. For the purpose of dealings with clients, applicants, and the general public, 
reasonable accommodation is defined as, "action, reasonably possible in the 
circumstances to make the regular services of the Department accessible to 
persons who otherwise could not use or fully enjoy the services because of the 
person's sensory, mental or physical limitation," 
b. Generally, it is the obligation on an individual with a disability to request a 
reasonable accommodation 
c. A state agency 

• May not refuse to allow a person with a disability to participate in a 
service, program, or activity simply because the person has a 
disability. 

• May not place special charges on individuals with disabilities to 
cover the costs of measures necessary to ensure nondiscriminatory 
treatment, such as making modifications required to provide program 
accessibility or providing qualified interpreters. 

• Shall operate their programs so that, when viewed in their entirety, 
they are readily accessible to and usable by individuals with 
disabilities. 

• Need not remove physical barriers, such as stairs, in all existing 
buildings as long as they make their programs accessible to 
individuals who are unable to use an inaccessible existing facility. 
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• Can provide the services, programs, and activities offered in the 
facility to individuals with disabilities through alternative methods, if 
physical barriers are not removed, such as: 
 Relocating a service to an accessible facility, e.g., moving a 
public information office from the third floor to the first floor of a 
building. 
 Providing an aide or personal assistant to enable an individual 
with a disability to obtain the service. 
 Providing benefits or services at an individual's home, or at 
an alternative accessible site. 

d. Where necessary to ensure that communications with individuals with hearing, 
vision, or speech impairments are as effective as communications with others, a 
state agency must provide appropriate auxiliary aids unless such action would 
result in a fundamental alteration in the nature of a service, program, or activity or 
an undue financial and administrative burden. However, the Agency must still 
furnish another auxiliary aid, if available, that does not result in a fundamental 
alteration or undue burden. 
e. A state agency must provide an opportunity for individuals with disabilities to 
request the auxiliary aids and services of their choice. The Agency is to honor the 
choice unless it can demonstrate that either: 

• Another effective means of communication exists, 
• Use of the means chosen would not be required under law, or 
• Use of the means chosen would result in a fundamental alteration in the 
nature of the program or an undue financial and administrative burden. 

f. A qualified individual with a disability has the right to refuse an accommodation 
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DOJ POLICY 3-21: DISCRIMINATION AND HARASSMENT BEHAVIOR &  
COMPLAINT PROCEDURE 

Policy 3-21 Discrimination and Harassment Behavior  

Effective Date: June 29, 2007 

Applicability: All full, part-time, and temporary employees, and volunteers 

References: DAS Policy 50.010.01, SEIU Article 22, OAJA Article 7, CIA Article 3 

(1) Purpose and Scope 
This policy statement is committed to a discrimination and harassment free work environment. The policy 
outlines the types of prohibited conduct and procedures for reporting and investigating prohibited 
conduct. 

(2) Policy 
(a) Discrimination, Workplace Harassment and Sexual Harassment. The State of Oregon 
provides a work environment free from unlawful discrimination or workplace harassment based on 
or because of an employee's protected class status. Additionally, the state of Oregon provides a 
work environment free from sexual harassment. Employees at every level of the organization, 
including state temporary employees and volunteers, must conduct themselves in a business-like 
and professional manner at all times and not engage in any form of discrimination, workplace 
harassment or sexual harassment. 

(b) Higher Standard. Managers/supervisors are held to a higher standard and are expected to 
take a proactive stance to ensure the integrity of the work environment. Managers/supervisors must 
exercise reasonable care to prevent and promptly correct any discrimination, workplace harassment 
or sexual harassment they know about or should know about. 

(c) Reporting. Anyone who is subject to or aware of what he or she believes to be discrimination, 
workplace harassment or sexual harassment should report that behavior to the employee's 
immediate supervisor, another manager, the Human Resources section or the Front Office. A report 
of discrimination, workplace harassment or sexual harassment is considered a complaint. A 
supervisor or manager receiving a complaint should promptly notify the Human Resources section 
or the Front Office, as applicable. 

(i) A complaint may be made orally or in writing. 
(ii) A complaint must be filed within one year of the occurrence. 
(iii) An oral or written complaint should contain the following: 

a. the name of the person filing the report; 
b. the name of the complainant; 
c. the names of all parties involved, including witnesses; 
d. a specific and detailed description of the conduct or action that the employee 
believes is discriminatory or harassing; 
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e. the date or time period in which the alleged conduct occurred; and 
f. a description of the remedy the employee desires. 

(Refer to Appendix 3-21 for the Allegation of Employment Discrimination and/or Workplace 
Harassment form) 

(d) Other Reporting Options. Nothing in this policy prevents any person from filing a formal grievance in 
accordance with a Collective Bargaining Agreement (CBA) or a formal complaint with the Bureau of Labor 
and Industries (BOLT) or the Equal Employment Opportunity Commission (EEOC). However, some CBAs 
require an employee to choose between the complaint procedure outlined in the CBA and filing a BOLT 
or EEOC complaint. 

(e) Investigation. DOJ of Human Resources section or Front Office, as applicable, will coordinate and conduct 
or delegate responsibility for coordinating and conducting an investigation. 

(i) All complaints will be taken seriously, and an investigation will be initiated as quickly as 
possible. 
(ii) DOJ may need to take steps to ensure employees are  
protected from further potential discrimination or harassment. 
(iii) Complaints will be dealt with in a discreet and confidential manner, to the extent 
possible. 
(iv) All parties are expected to cooperate with the investigation and  
keep information regarding the investigation confidential. 
(v) DOJ will notify the accused and all the witnesses that retaliating against a person for making a 
report of discrimination, workplace harassment or sexual harassment will not be tolerated. 
(vi) DOJ will notify the complainant and the accused when the investigation is concluded. 
(vii) Immediate and appropriate action will be taken if a 
complaint is substantiated. 
(viii) DOJ will notify the complainant if any part of a complaint is 
substantiated and that action will be taken. The complainant will not be given 
the specifics of the action. 
(ix) The complainant and the accused will be notified by the Human  
Resources section if a complaint is not substantiated. 

(f) Penalties. Conduct in violation of this policy will not be tolerated. 

Employees engaging in conduct in violation of this policy may  
be subject to disciplinary action up to and including dismissal. 
(ii) Temporary employees and volunteers who engage in conduct in violation of this policy 
may be subject to termination of their working or volunteer relationship with DOJ. 
(iii) A Department may be liable for discrimination, workplace harassment or 
sexual harassment if it knows or should know of conduct in violation of this policy 
and fails to take prompt, appropriate action. 
(iv) Managers and supervisors who know or should know of conduct in violation of 
this policy and who fail to report such behavior or fail to take prompt appropriate 
action may be subject to disciplinary action up to and including dismissal. 
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(v) An employee who engages in harassment or other employees while away from the 
workplace and outside of working hours may be subject to the provisions of this policy if 
that conduct has a negative impact on the work environment and/or working 
relationships. 
(vi) If a complaint involves the conduct of a contracted employee or a contractor, DOJ. 
Human Resources section or Front Office must inform the contractor of the problem 
behavior and require prompt, appropriate action. 
(vii) If a complaint involves the conduct of a client, customer or  
visitor, DOJ should follow its own internal procedures and take  
prompt, appropriate action. 

(g) Retaliation. This policy prohibits retaliation against employees who file a complaint, participate in an 
investigation or report observing discrimination, workplace harassment or sexual harassment. 

(i) Employees who believe they have been retaliated against because they filed a 
complaint, participated in an investigation, or reported observing discrimination, 
workplace harassment or sexual harassment, should report the behavior to the 
employee's immediate supervisor, another manager, the Human Resources section or 
the Front Office. Complaints of retaliation will be investigated promptly. 
(ii) Employees who violate this policy by retaliating against others may be subject 
to disciplinary action, up to an including dismissal. 
(iii) Temporary employees and volunteers who retaliate against others may be 
subject to termination of their working or volunteer relationship with DOJ. 

(h) Policy Notification. All employees, including temporary employees and volunteers, shall: 

(i) be given a copy of this policy; 
(ii) be given directions to read the policy; 

(iii) shall be provided an opportunity to ask questions and have their 
 questions answered; and 
(iv) sign an acknowledgement indicating the employee read the policy and had the opportunity to 
 ask questions. 

 a. Signed acknowledgements are kept on file in Human Resources. 
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DOJ POLICY 3-26: EMPLOYEE TRAINING 

Policy 3-26 Employee Training  
Effective Date: August 1, 2004 

Applicability: All regular status employees and temporary law clerks.  
References: 

(1) Policy 

DOJ, through training and education, seeks to improve job performance, increase 
professionalism, and enhance career opportunities in order to conduct its business effectively 
and efficiently. 

(2) Areas for Training 

The areas appropriate for training include: 

(a) Orientation of new or newly-assigned employees, 
(b) Technical and professional skills necessary to perform assigned jobs and 

meet new demands, 
(c) Management skills for management personnel, 
(d) Information System applications, 
(e) Personal development (e.g., written communication, oral 

communication, time management, customer service), and 
(f) Department policies, practices, and procedures. 

(3) Approval of Training and Development Requests 

(a) An employee must request and receive approval for training from his or her supervisor (and Deputy AG 
if the training is out of state) before registering and/or attending the training, if the employee desires 
the state to bear any part of the training costs. 

(b) Division Administrators are responsible for establishing a process for review and approval of requests 
for training and development, except as follows; 

(i) Out-of-state programs require approval of the Deputy AG (after approval by 
Division Administrator), and 

(ii) Out-of-state travel requires approval of the Deputy AG (after approval by Division 
Administrator). 

(c) In approving requests, Division Administrators or their designees shall apply the following 
guidelines: 

(i) Available funding, 
(ii) Benefit to DOJ, 
(iii) Equitable allocation of funds among personnel, 
(iv) Other agency priorities, and 
(v) The requesting employee's work performance record and commitment to the training 

subject. 
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(4) Tuition Reimbursement (Not applicable to Law Clerks) 

(a) Employees requesting assistance for educational coursework 
(coursework that receives credits from an educational institution) should 
obtain written approval from a division administrator prior to beginning 
the coursework. 

(b) The employee must be on regular status within DOJ at the start and 
at the completion of the educational coursework attended. 

(c) The employee must successfully complete the educational coursework 
(defined as a "C" grade or its equivalent.) 

(5) Law Clerk Training 

(a) DOJ recognizes that it is of mutual benefit to grant Law Clerks release time 
from scheduled work hours, either paid or unpaid, to attend specific 
training opportunities, including CLEs. 

(b) Paid or unpaid release time will be granted at the discretion of the Division 
Administrator. 

(c) Release time may be paid time if the training subject is directly related to 
the work of the Law Clerk. 

 


