AGENDA COVER MEMORANDUM

AGENDA DATE: November 10, 2004

PRESENTED TO: Board of County Commissioners

PRESENTED BY: Laura Yergan

AGENDA TITLE: IN THE MATTER OF REPORTING THE PROGRESS AND

IL

111.

STATUS OF THE DEVELOPMENT OF THE DIVERSITY
ACTION PLAN (DAP) BY THE DIVERSITY TASK FORCE

MOTION

0 —
MOVE APPROVAL OF ORDER 03- .

ISSUE

DISCUSSION - REPORT

The Lane County Diversity Task Force (see attached Member Listing) was appointed by
the Board of County Commissioners on November 19, 2003 for the purpose of developing
the County’s Phase II Diversity Plan (“the Plan”). The Plan, named the Diversity Action
Plan (see attached draft Diversity Action Plan), was put on a fast track and scheduled for
completion in one year, to be presented to the Board for approval and adoption by January
28, 2005. This is an update of the process and progress of the DTF to date.

The 28-member Diversity Task Force (DTF) held its first meeting on January 29, 2004. At
its first meeting, the DTF determined that the most effective method of organizing the Plan
was to look at the County in its four major roles, as the County’s current Diversity
Implementation Plan is organized. These four major roles look at the County:

¢ As an Employer

¢ As a Service Provider

e AsaFunder

¢ It’s Boards and Commissions
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Subcommittees were established (see attached Subcommittee Member Listing) to develop
“Action Items” for each of these four areas. It was decided that the majority of the work in
developing the “guts” or main components of the Plan would be accomplished at the
subcommittee level and that the large group DTF would meet periodically throughout the
vear to review and provide feedback on the work of the subcommittees. In addition, a
Planning Subcommittee was formed to pull all the components of the Plan together and to
create the completed diversity plan document. To assist the DTF in getting through a large
amount of material and to ensure accomplishing the goals at each large group DTF
meeting, Alicia Hays, Director of the Department of Children and Families, and Karen
Gaffney, Assistant Director of the Department of Health and Human Services, agreed to
facilitate these and the subcommittee meetings.

At its second meeting, the DTF made several decisions about what the new Diversity
Action Plan should be and what it should look like. It was decided that the new Plan
should be somewhat appealing, with a more simplified format that would be easier to use
and to locate information. Additionally, the direction for the new Plan was that it
continues to address those Action Items from the current diversity plan (referred to as
“Implementation Priorities”) that are essential and to take them to the next level of
implementation. New Action Items that were not addressed as such in the current diversity
plan were also to be developed. Therefore, these were the main tasks that the DTF set out
to accomplish. To date, the large group DTF has met four times to review the work of the
subcommittees and to provide further direction for continued work on the Action Items.

The DTF felt that it was important to provide opportunities for input on the Plan from
community stakeholder groups, the community at-large, county employees, and the Board
of County Commissioners before it was completed. Therefore, once a draft of the Plan
was finished, the next step was to get the draft out to these groups for their input. Input as
to both form and content are being solicited from these groups.

Eleven community stakeholder groups were initially identified through input from DTF
members (see attached stakeholder list) and varions DTF members volunteered to go to
these groups to present the draft diversity plan. This outreach to community groups and
employees is currently in process. The months of October and November are being set
aside for this purpose. An invitation to community members and county employees to
attend an open meeting on the draft Plan is being sent out. In early November, the open
community meeting will be held at the Mental Health facility, and the county employee
meetings will be held at three locations: the Public Works facility, the Mental Health
facility, and the Public Service Building. The draft Plan will also be presented to the
Board of County Commissioners for their review and input at their November 10 meeting.
The large group DTF will reconvene in early December to review all the input from these
groups and to determine how the input will be incorporated into the Plan.

The DTF is on track with its timeline for this project and is nearing completion of the final

draft of the Plan. It is projected to present this final draft to the Board of County
Commissioners at its meeting on January 26, 2005.
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Iv.

IMPLEMENTATION/FOLLOW-UP
To take any comments from the Board of County Commissioners on the draft Diversity

Action Plan back to the large group DTF at its December 6 meeting for review and
consideration for incorporation into the final draft of the Plan.

ATTACHMENTS
1. Draft Diversity Action Plan
2. Diversity Task Force Member and Subcommittee Listing

3. Stakeholder List
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DIVERSITY ACTION PLAN

STAKEHOLDERS LIST
DATE PERSON(S)
STAKEHOLDER PRESENTED PRESENTING
Causa (through Centro
LatinoAmericano} 9/24/04 Serafina Clarke &
Laura Yergan
DAC (Lane County 9/30/04 Laura Yergan & Other
Diversity Action DTF Members Present
Committee)
LCHRAC (Lane County 10/25/04 Serafina Clarke &
Human Rights Advisory Char Mauch
Committee)
Siletz Tribe 10/12/04 Leona McKnight &
Laura Yergan
IDEC (Interagency 10/5/04 Laura Yergan
Diversity and Equity
Coallition)
NAACP 11/3/04 David Suchart
LILA (Lane Independent Pending Pending
Living Alliance)
SAfER (Springfield Pending Pending
Alliance for Equality and
Respect)
Pan Asian Community Pending Pending
Alliance
City of Eugene Human 11/16/04 Alicia Hays
Rights Commission
Community Alliance of Pending Pending
Lane County




Report to the Lane County
Board of Commissioners

Diversity Action
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Executive

Summary

Why diversity?

Without diversity we don't grow. Period, Imagine a world
without diverse ecosystems. Think of a life of eating the
same food and doing the same old thing, day-in-day-out.

We are poor when we are deprived of a diverse human
environment.

Historically speaking...
Since 1993, Lane County government has been hearing
from communities, groups and as a result formed a 25-
member Diversity Task Force to recommend plans of
action to the Board to make Lane County truly diverse.
They recommended 31 action initatives. On June, 1994,
Lane County formally adopted a Diversity Policy and
committed to being a multicultural organization as:

v'Service Provider

v'Funder

v Employer

v Advisory & Community Board Leader

How Has Lane County Done?

Since 1992, Lane County has centered its focus on
assessment, awareness & training, access, affirmative

The Statistics
Lane Co.Hires % 1992 1995 2000
People of Color
87 279
Census %
People of Color 1990 2000
in Lane Co. 7 73-94

DRAFT

action and accountability. Lane County is now one of
the few counties in Oregon with a comprehensive
Diversity Plan and a committee that makes sure it gets
put into action. Lane County won a National Association
of Counties Best Practices in Training Award for use of
employees as trainers. Directors, managers and
supervisors are rated on their competency with diversity.
A new exit interview process for employees addresses
incorporates questions on diversity. The County has also
broadened recruitment, increased its community
outreach, partnered with local organiztions and increased
volunteer opportunities.

The Future Direction

In 10 years...
eEmployees will be more reflective of
service recipients
eLane County will be a model for
other organizations
®There will be greater mentoring/coashing
for employees from diverse backgrounds
®The work environment will be more inclusive
®There will be new ways of seeing, thinking
and being

How Has LC Done Continued....community meetings,
stats explanation, demograhic shifts, highlights

DRAFT



II.

Lane County
Diversity Action Plan
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ACTION ITEMS
INTRODUCTION

The recommended Action Items below are the result of a year long process that included assessing progress
since the last diversity plan was adopted in 1995, input from employees about gytent needs and barriers,
review of the 2003 report of the Cultural Competency Consultation Group, ﬁack from the larger

AT
community. —

‘ﬂ'm
==
In her work with Lane County in 1999, Peggy Nagae underscored th@'makmmgsity concrete means
integrating it within the County’s systems, structures, policies, and:pra®ices.” FHESying that lead, these
recommendations cut across the whole organization, and workg5Tmpact the county GiEgaultiple levels. The
=

Task Force kept the four main areas of focus from the priofan: =N
. "..‘:‘ | L
¢ Lane County as Employer = = =
¢ Lane County as Funder = & =~ il
 Lane County as Service Provider _ _—
e Lane County Boards and Commis§gns. _

While these four areas are useful as ways to thirfgab8uttour of the most @ppoﬂuﬂmes for diversity in
Lane County, they are all interconnected and ovei‘hppmmtance Laﬁ County’s capacity to
appropriately provide services to diverse communi®ps is laffeTFarpeade t on its workforce (Lane County as
an Employer). Therefore, whﬂ_e‘:mﬁ-_l;ecommendath each listé :,'"-' the four goal areas, many of
them are parts of an interdefiendent@ystem, and in facﬁome recomriended strategies specifically refer to
strategies in other goal azaas. == =
% = =
In addition to the four areagﬁcus Force has mﬁded recommendations in the areas of
accountability g gomtonng, grounded in the belief that what gets measured gets

[5218. 0
done in org% _ et

The s%s that follow 1dé%the sp‘gg‘@gﬁ on items for the county related to diversity The Task Force
has Hstedgige in a work plan<iygnat. Re§Bghizing that these action items are critical for improving
diversity affggpunty, and to hgfEensure#hat they are implemented, the Task Force has included
responsible pa¥Esand timelinesir implementation. The accountability and monitoring recommendations

are designed to hBgEthese 1nd1v1@als and the organization as a whole, accountable for the implementation

of these action 1temF =
m g
SRR
-~
=
_J_'a'f

ﬂ
!!'

- PP
H *‘1‘.’.“-:.‘_,-_2;
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GOAL: To recruit, retain, and develop a qualified and diverse workforce. To train and ovient a worlkforce
that is culturally competent. To develop and use instruments using data to measure deficits and progress of

A. Conduct a new organizational climate
assessment of Lane County as an employer.

its diversity goals. =
e T
= '
==
ACTION RESPONSIBLE | & WHEN FREQUENCY

B. Each department will identify a set of
diversity goals, which may be incorporated
into the department’s strategic plan. (See
item “K” on Service Provider)

]ﬂ

e
st
—
=
-

Annually

o~ N

C. Expand the central#%grral proﬁs

for extra help positions. "ua-.-_ m

June 2005

Ongoing

e T,

for asSeseiRwhy employees R
county. USTEEn standardized {6 makes
exit interviewSggaguired compofgt of the
separation proce dding it tghe

separation checklis{®gee
. AT

D. Clﬁ formal exit intSEH@y procevgE= .

Human Resources
Manager

Ju.ne 2005

Biennially

-

|-
-

E. Analyze exit interview data to determine
if detrimental patterns exist and utilize
results to address these patterns.

Human Resources
Manager

January 2006

Biennially




ACTION FREQUENCY
F. Conduct a merit and fitness review to ‘
broaden and create a more inclusive Human Resources & January<an6 Every 5 Years
(comprehensive) definition, so that Manager <& | Ea
applicants are screened against a broader = i %
definition. = . L =N
. R
= . T
I - =
St ST -3
- h M
G. Develop cultural competency standards _
for performance evaluations for all Lane F=Human Resources “fe=june 2005 Biennially
County employees. %ager =
ety
“ T h——af
T e Ty =
"u."._= it &
= F
- -
H. Develop a tracking procegsforiaternal = = 3
Equal Employment Oppogififity-relagt Hum@Resources 1 April 2005 Annually
complaints, review data;88d take st M@ager :
address any patterns that ﬁ@ obserFgd. =
B rwe v el m e E
— o e
P iy —t N
L. Prowdé:ﬁ'ammg that 1s*s:=nsxt1ve to ‘===
diversgmeeds of participantss tSsEraluate m— “Human Resources Ongoing Ongoing
tramé;sb%on their sensitiv culmr Manager
dlffercnces armng styles
ability to use a VIERLy of teachi E
techniques. "=,_,,=,‘,-_,. =
~o, =
=
T
=
J. Examine and provide recommendations
on overcoming how cultural lenses
predetermine results in the selection Human Resources | October 2005 Ongoing
processes. (Example, examine how the Manager
interview process might unintentionally
favor people from dominate cultures.)




PARTY
K. Develop and administer a survey Human Resources 4
instrument to examine community Manager, .« g“ =
perception of Lane County as an employer. | Public Info. O =k October ZO%E‘ Ongoing
Develop strategies to address any negative Advisory Ca:unm. g
perceptions that may emerge. Me S % NN
F = =
L -
= == =
==F
L. Develop a comprehensive list of k. %
strategies to continue expansion of E=Ehuman Resources  [“=&pril 2005 Ongoing
recruitment, retention, and promotion of = =Nnnager T
diverse populations. N =
= ===l _F
o, = &
M. Increase lmowledge@and = Pelﬁmance,
competency in the arep5Egif¥ersity an$= Develdfmept & February 2005 Ongoing
require training in this arca YEall Langs, Divesity
County managers and employwmgqgﬁnator
e . N
—”:_m._ = =

In%nowledgc of an%ssmen%"- Performance,
laws, and ounty s antl-hmssmentl Development & February 2005 Ongoing
policies and pmdures Requirgaining in Diversity
this area for all ounty ma@ers and Coordinator
employees. o =

= F
ra

O. Research and develop educational and Human Resources June 2006 Annually
career development opportunities for all Manager
Lane County employees equitably.
P. Evaluate directors, managers and policy Department
makers as to progress on achieving diversity | Directors, County July 2006 Annually
goals as outlined in Service Provider and Administrator
Funder.




served.

GOAL: Lane County will ensure that all County-funded services are provided, and funding decisions are
made, in a manner that recognizes, addresses and is reflective of the cultural (‘@ty of the communities

ACTION

FREQUENCY

B. Implement mode! diversity languhge for

%iggmrs, vi%i?éﬁluary 2005

: ST,
A. Implement model diversity language for Departmgit. —
Request’s for Proposal’s (RFP’s — see next DirectorSiees, |ZFanudary 2005 # Ongoing
page), in order to ensure that applicants have County Couns€EZ
diversity policies and procedures in place. -EL 2 G
[ e
e N X
= i R
S o=
= T r

¢ Notification of DBE on County list with
opportunity to bid/purchase (email, fax,
internet site)

* Provide easily accessible information to
departments about DBE’s, sorted by
business and business type

contracts (see next page), in orderto ensure Ongoing
that contractors are providige i3k Couggy Counsel #
appropriate services. &= _== =
PR = =
£ e o b~ -
. -4 s
=
s =
C. Disadvants fes Eméms —
(DBE’s): & .
. clfge language on tmmon% v
: county purchasx =
* Compx%mamtam anu d llstéf
DBE’s ‘= == Purchasing Manager December Ongoing
e Designa sys‘f%gng Pe‘o“lﬂgﬁ 2005
purchasing to DBE%Q,-
* Ongoing outreach pl% DBE’s
(intergovernmental effort)




ACTION

i

RESPONSIBLE
PARTY

D. Evaluate directors, managers, and policy Dept Directors =Y
makers as to progress on achieving diversity County ===} ~July 2006~ Annually
goals as outlined in Service Provider and Administz#for z
Employer ' 4 . =
r— — o
——— ——_
e - -
3 i&
wefrn. =
. .
e _ =
b Mg e n e i
e -
N [
= i &
- - e
— T = ==
o T o
e —y P~
Pl = — e
-y e _—
X = =
e, = =
e — = =
== =3 =
e N — =
o N
i —==— ==
L b &
T S -
N =
== g
N
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1. Recommend adoption of the following language for all Requests for Proposals and for selection of
all contractors who provide services directly to the public:

Describe how your company or agency will ensure that services are respectful, sensitive, and appropriate to
the cultural, ethnic identity, and the cognitive and physical abilities of participating families. Include
information about outreach programs and the cultural competency of staff. If funded, state how you will use

the money designated for cultural competency to facilitate the outcomes describgd in the work plan.
A,

INSTRUCTION TO SCORER: To what extent does the proposal demons e { that the organization will

ensure respectful, sensitive, and appropriate services that meet the diffeggfl al, ethnic, and cognitive,

and physical needs of participants/members of the public? Does the pffposalF§figguately respond to the

needs of minority populations? That is, does the proposal address etfific, cultur¥Eanguage and gender

differences within the targeted populations, and issues of disablefiecess? Does thieghgpposal include

information about cultural competency of staff? Does the prgisal include a descnphmow the agency

will use the funds designated for cultural competency? 2= k S
e = =
a.  Access - The respondent is expected to insure eqmm ,ﬁ&mces for chentsﬁultural or
language diversity.
< N
Required Documentation: A plan vide services to pea_%n te. from culturally diverse
backgrounds who may be non- Eng]rs‘ rs. This could ough direct service, agency
linkages or referrals. W ==
b. Compllance with Federal Mandates - Th'g denmn compliance with the American
P ol =

o
r
-

L= .
%Reqmred Documegtgkion: A%&p‘fion of how consumers are able to provide input into the
ision making pr ';LL of the Brganization including areas in which consumer pa.rtwnpatlon is
S and how it is Sempht. If consumers are recruited for the board, state how recruitment is
don&:ami if any cons%prs have been added to the board as a result of this recruitment.

m
M

_ y 3

2. Recommend adopWe following language for all county service contracts:
=

Culturally Diverse and KEpropriate Services: CONTRACTOR shall demonstrate through its actions, an
understanding and appreciation for diversity and difference in its clients and/or consumers. This shall be
demonstrated through the provision of equal access to services for all individuals. CONTRACTOR shall
respect and value gender, language, race, developmental ability, and socioeconomic diversity in its clients
and shall respect the client's right to privacy in such areas as religious faith, political beliefs, and sexual
orientation. All individuals shall be treated with dignity and respect regardless of gender, language, race,
developmental ability, religion, political beliefs, sexual orientation, and socioeconomic level. All services
provided will be culturally, developmentally, and gender appropriate to the individuals receiving the service
and will respect the privacy of the client. COUNTY reserves the right to review information regarding
efforts to deliver services that benefit diverse populations.



GOAL: Lane County will ensure that all county services, programs and activities are provided to its diverse
communities in ways that are sensitive to and responsive to cultural differences, i uﬁﬁmg accessibility for

PARTY &

persons with mental and physical disabilities. .4"..':'? T
-
& =
ACTION RESPONSIBLE 4= WHEE=.
= =

FREQUEN CYy

department directors of this resource.

Department Directors

A. Regular reports to the Board of Board =
Commissioners including data on how weli CommissioneFEs, [<=April2005 ¢ Quarterly
services are being provided to diverse Agenda Team,
communities. Pepartment Directors™
. o,
T . o
_— T g
W e -2
= =
B. Establish structured methods that are = = : =~
consistent throughout the county ts Depar&cnﬁlre:%ccmber Ongoing
= &4 2005
=
Pl
Humaﬁ Resources Schedule first
' - 2.2r  Manager, training by Ongoing
with me#ital‘Biass (See strategiests %&partment Directors | March 2005
Employer Act‘%ms and in HR &
e
.
==
) L
D. Increase recruitment, re@fmd Human Resources
promotion of bilingual and/oEBfcultural Manager, December Ongoing
employees (See strategies inf’Employer Action | Department Directors 2005
Items and in HR Plan).
E. Ensure availability of translators and
interpreters through a standard contract and
access system and remind managers and Purchasing Manager, | March 2005 Ongoing




F. Conduct an assessment of all county services and = s
programs for effectiveness across different cultures, Deparjffjent = @906 Every other
and promote implementation of evidence-based Dj&tiors™ _— year
practices for specific communities. = o
o = o
P % | i
- R LS s
- AT f -
. & ke &
G. Conduct standard assessment of all county 4
services and programs for access and customer Departifefifs. November 2005 Every other
satisfaction, including identifying cuiturally speciiiis. | Directors e year
barriers to programs/services. -
H. Update ADA facility access assa&ﬁmcnt and = &ﬁ& Coom July 2006 Every five years
I
access assessments for countymeemd programs. %Ecﬂltles Mairager
m - ﬁ.
e —— —
PN = = .
—— T
= Department December 2005 Ongoing
Directors
Department July 2005 Ongoing
Directors
K. Each department identifies diversity goals and Department July 2005 Annually
related performance measures. Directors

10



of Lane County populations.

GOAL: Lane County will ensure that all county boards, commissions, and committees are reflective of the diversity

PR

T

A. Develop a resource guide to Lan.
Commissions and Councils. This includes statement of
committee’s purpose and the individual responsibilities. |
This guide will help applicants decide what committee
they might want to apply to — recruitment tool.

ACTION

¢ County Boards,

o

WHEN | FREQUENCY

.
.

B.Develop and implement a strategy for recruitment
retention to ensure inclusion of diverse communit}F
members on Lane County boards and commissions. =
This to be shared with the staff and members of the =

county boards and commission. =S =

—
= N
he ]

)

--lu"

QOctober
2005

Annually

ST e,

= .
C. Conduct an annual revigfgaf the “diVEEse make-up™
of all Lane County board§ anagsmmissioB This

review will be reported informn
commission’s annuale port to the HBarg o s
Commissionerssfrmmmmmss. ===

A ———
b,

and

=4
ar

=
Zcennty Administrator,
petf., Devel. & Diversity

Coord.,
DAC

February
2005

Annually

P

e
S ny]
— B

R

e =

..

D. Frofn thiSgfgual review, de@ “repo?ﬁzrd” on
how individual8gzds and commis§ghs are Joing in
recruiting and retFEERg members fr&if diverse
communities will be @ 8Egloped. =

County Administrator,\
DAC

March
2006

Annually

.

o=
-
ST

R AT

celebrate community.

E. Hold an annual volunteelypreciation week/day for
all county volunteers as a way to build relationships and

County Administrator

April
2006

Annually

recruitment, retention, and inclusion.

F. Develop and conduct advisory committee training for
staff and members of boards and commissions, to
include but not be limited to, a review of diversity

Perf., Develop. &
Diversity Coord.,
County Administrator

October
2005

Every other
year

11



ACCOUNTABILITY AND MONITORING
“WHAT GETS MEASURED GETS DONE™

The Diversity Task Force recommends a multi-step process to encourage persaffil] and organizational

accountability for improving diversity in Lane County government. The pgp‘am‘f this is so that diversity
. . .,

becomes part of how each department does its daily work. s e

=] o
f:. = .
Personal Accountability: The recommendations above include gtFategies for mcorporat@rs:t}' measures in
the evaluation of all employees, including both managers andslipervisors;_Senior managers¥gEyell as all others
need to be personally accountable for valuing and managi ity—thifmeans both rewardgnd challenged

for their efforts. There are opportunities in each department to & ate hdFmgignments are gi¥en, members of
task forces are chosen, who gets acknowledged at meetings, how id€EE4re recognized, the informal

communications network, etc. N ———
. e
. —_—

Organizational Accountability & Monitoring: The BasKFeiEssgcommends q@gBerly monitoring of the
implementation of the recommended strategies, with ¥egular e the eleg®d Board of Commissioners. The
%ﬂ M

specific monitoring plan would include: = -
=y w =
1. Quarterly reports ﬁ‘orﬁp%egarding progress on implementing all strategies in the plan. This
would be an easy-tgaxse. format witts: check-off boxes.and room for comments.

P .
eports t‘%ﬁ Performance Auditor with copies to the County

rmance AlfdgEsvould pigide a quarterly update to the Board of Commissioners regarding

ppfEEess implementing g versity Blan:"
T = F

N gee: o :
4. The BoEEould act to accBREthe report, and/or provide other specific direction regarding the report.
. ;

5. Provide an antigk report ca2d” to the Board of Commissioners on overall organizational performance and
progress on Diw Plan.
A --Credit to Peggy Nagae, 1999.

=
¥

OUTCOMES
By 2010, award at Jeast 25% of all contracts for less than $50,000 to Disadvantaged Business Enterprises (DBEs

12
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Diversity Action Plan
Responsibilities

County officials, employees, and committees all have responsibility for implementing the
Diversity Action Plan as outlined below:

-
.
At
[
P —
—
.

BOARD OF COUNTY COMMISSIONERS

Py
e
i
-

Develop and adopt policies that clearly establish an overall @ equal employment
opportunity program. ==

= ‘ .
Provide leadership and public support for the pfagtams. = ==
- e =N 3
— = =

Show support for equal employment opportunity progeiasfifoughrecruiting and*hiring

i o
practices. -

.

Annually review the effectiveness of gfiikemployment opp%Qgrams through public
review of a report prepared and preseﬁ&: T LT sl ane County FiimseRights and Equal
employment opportunity Advisory Commﬂtec . =

e
Require equal emp %pportumty peﬂ'opmance bemmd as part of the annual budget
process. :

rd

= ‘w; "-'-'-.
,ﬂ' — =
m umcd o -
|-—3 =
ELECTED OFFICITRRS, = =

‘mm:

R e e
WM}! w1mlected BoardsT County Commissioners to jointly develop and

_afiopt equal SiEIERAnent opEBRunity goals, objectives, policies and programs, which further
ﬁle overall Com@s of amg,effecnve work force diversity programs.

@ileadersmp an%bhc suﬁ)ort for the programs.

Show suﬁ for workgrce diversity programs through your own recruiting and hiring
practices. . y=3

N
Annually evalu e effectiveness and efficiency of the department diversity plan’s
progress. £
Will hold supervisory and management personnel accountable for program compliance.

Act as the final departmental authority on decisions regarding discrimination complaints filed
and formally investigated.

14



Assist managers in implementing effective departmental diversity pfograms, including the
establishment of hiring practices and goal setting.

Monitor program and service delivery systems to assure non-discriminatory practices.

Conduct job analyses on all classifications of positions in the County as the basis for all
personnel actions. These personnel actions will include, but not be limited to, recruitment,

training, selection, and performance evaluations. "
ety
AL,
Review each department’s diversity goals or plan. =
X
L T
DEPARTMENT DIRECTORS L= _
& R ==
m
Provide leadership and support for service dehvﬂﬁ' is intlusive and is (ﬁﬁ&ally
appropriate. . = .
PN "%&
Be responsible and accountable for the execution%ewg results of the ﬁersity
program within their respective departments. =
-

Appoint a department member to se%the department dm'gy liaison.

m
Establish and monitor his/her departm@{ mprogram goaTeand objectives in

accordance with the County's diversity ]ﬁn e =
= ‘m.._
r—

Make good faith effeffi¥izecruit mmonty Ip memberﬁ'males, and people with
disabilities at lm to availabili in the relevant, qualified work force.

% o =
. . AP, : . - . .
Maintain an‘envireiiment thakss consistent w1ﬂ§he=€ounty's anti-harassment pollcy.

H '! o 5 ;
. ,
disabilitieswhere under-utilization exists a.nd encourage
ford greater opportunities for advancement.

e that d1vers1tyma] empl;ﬁnent opportunity, and equal opportunity principles are .
cafgEgbout in the recn%:nt , scfeening, selection, training, promotion, performance

evaliH work assi nts, classification, assignment of overtime and additional duties,
and all Gi-terms an@nditions of employment.
- ) e . ﬂl . - .
Assist in the THgEE¥ation of work force under-utilization within the Director's department.
b4

Work with the §epartment Diversity Liaison and the Human Resources Division to correct
under-utilization and / or adverse impact situations reflected by employment patterns or
practices within the Director’s department.

Assure that each program manager and supervisor within the department is knowledgeable,
responsible and accountable for meeting the department's goals.

Monitor and evaluate the effectiveness of the department's program toward the achievement

of good-faith results.
16



Conduct annual evaluations of training programs, use of contracts, hiring and promotionat
patterns, and review employee transfer, termination, and promotional patterns to assure
minorities, women and people with disabilities are given good-faith consideration for all
available opportunities.

Take immediate action on discrimination complaints and correct alleged unlawful practices.

Ensure compliance with all applicable federal and state laws and Coﬁ@les and

regulations. 4
N

e s,
Establish a positive climate for the program to achieve suc%qfwim;ir departments.

.= o
- - .
: T %
MANAGERS AND SUPERVISORS & : e
- .~

= -
Ensure that equal opportunity and fair emplo actlces ag carried out in tﬁ%}on,

training, promotion, performance, evaluation, wor nm assification, & '

compensation, assignment of overtime and addmonal‘wm all other terms and
conditions of employment. o _
h—. .y —_—
N
Know the purpose, goals, and objectmﬂan =
.~y —
= Tumn 3
Correct situations and acts in the work efyiro me contgdfy to the objectives of this
—

" =
Ensure that eqmolicics are p@rly displayed within the work place.
Y

—— = ?‘u..
Understand ﬁﬁﬁ%znmdmﬂon ofa managmnd supervisor's performance evaluation
will be his/her effe essanm::luevmg work ﬁ' ce diversity objectives.

e, A e i
e w

h—%

AfptATTr g F38.of harassmeTtt, intimidation, insults or ridicule based on race,
A—5.@'@51'0r religion ERtation, national origin, age or disability.

e .

gghtify equal emploggRent oppoifinity problem areas and consult with the Human
Rmes Division to‘@lemeﬁf programs to correct them.

“ “
Take acPEREt0 prevengrassment of employees placed through affirmative efforts.

BT the County Diversity Action Plan and your department’s diversity goals
ployees to review.
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DEPARTMENT DIVERSITY LIAISON
Assist the Department Director to inform employees within the department and its divisions
about equal employment opportunity policy and procedures through staff meetings,
employee orientation programs, and other means.

Advise the department director with respect to the diversity programs, procedures,

regulations, and complaints. A
—
Evaluate quarterly the sufficiency of the total department's prograﬁ'ﬁ)r equal opportunity
and report thereon to the Department Head. N
LB
EMPLOYEES = %, —_—

Demonstrate sensitivity and respect to fellow eﬁyees and_the public aroun‘@_:

diversity issues. = B -
‘m-. m n'!—'
- . . 1 ) =% %
Become familiar with the County’s diversity plan, as our department’s dwersﬂy

goals and objectives.

I’P

Act in accordance with the precepts mnmmatwn an@l}gd fair employment
W TN

practices. T e =
= T, =

=
Assist with 1dent1fymg work force dlversf'& :
w

omtor, in %n wﬁ%ﬁerﬂ)rmancc Development and Diversity Coordinator, the

%ﬁemeutaﬁm 0 1vcrs1w Plan.

s, in consultat1 Evith th‘é’ Huma.n Resources Department, various departmental or
divié%qual emploﬁent opportunity performance and identify urits worthy of acclaim

and uni®&@ading imprffement.
h N 5

Meet amua]Ms Human Rights Advisory Committee.

53'
&

HUMAN RIGHTS ADVISORY COMMITTEE (HRAC)

Assist the County in employment recruitment and in soliciting protected class participation
on all citizen boards, commissions, task forces, and other advisory bodies.

Meet annually with the Diversity Action Committee.

18



FEDERAL LAWS PERTAINING TO
EQUAL EMPLOYMENT OPPORTUNITY

The Equal Pay Act of 1963

Prohibits wage discrimination based upon sex. The Department of Laborddministers this Act.

o
"':

v
dardaen ¥
g

Title VI of the Civil Rights Act of 1964 N

A".?' = ;
Prohibits discrimination on the basis of race, color, religion, K 0 origin under any
program or activity that receives Federal financial ass:sta%_ ‘?-;v _—

—
e

ey gy
s

Py

o
—

Title VII of the Civil Rights Act of 1964

e % ==
As amended by the Equal Employment OppSrtuiitg=act of ZB72, prohibits any=form of
discrimination in employment based on race, color, relipiBEsse®; or national origin b§ public or
private employers, employment agencies, labor unions, or Zgprenticeship programs. It prohibits
discrimination in all phases of employiagnt: recruitment, testiighiring, promotion, discharge,
classification, training, COmpensationm-_other terms, %aﬂd conditions of
employment. Sexual harassment is considerEg=s. form of sex ination and is also
prohibited. The Equal Employment Oppoﬁlw%on admm:iErs this Act.
= T
The Pregnancy Disabili%ndment t-:.:z_____:__‘.‘:r: =
P = F

This amendment ﬁﬂe Vﬂ‘%e Civil Righ= ct of 1964 prohibits discrimination on the
basis of pregngm ildbirthg=pr related medfgal .conditions. The Equal Employment
Opportunity Commis Ms Act. =

ExecuifEOFdgEEL2d 7 ‘ “-&::E-

Admmended, prohlbnmma R

asis of race, cOWmh religiorz=sex,
conu%s with $10,000@=more i Federal contracts. It was the first to require affirmative
action 1S=Em loyment fogzwomen and people of color. The Office of Federal Contract
Complian%

=
As amended, prohiBits discrimination on the basis of age for persons aged 40 and over.

Indian Civil Rights Act of 1968

Guarantees rights to individual Native Americans. These rights, patterned after the Bill of
Rights and the 14™ Amendment to the US Constitution, must be respected by tribal
governments.
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The Rehabilitation Act of 1973

As amended, prohibits discrimination on the basis of disability or handicap of persons who 1)
have a physical or mental impairment that substantially limits one or more major life activities,
2) have a record of such impairment, or 3) are regarded as having such impairment. The act
requires nondiscrimination and affirmative action. The Office of Federal Contract Compliance

Programs under the Department of Labor administers this Act. .
Aprm—r ‘\-:-u
The Vietnam-Era Veteran’s Readjustment Act of 1974 e X
==

Requires affirmative action in the hiring of qualified disahldd ?% and Vietnam-Era
veterans on active duty for more than 180 days, any part of wﬁh was d the Vietnam Era.
The Office of Federal Contract Compliance Programs admmsxers-thls Act. ==

5 ‘="'..."-."..’:..
American Indian Religious Freedom Act of 1978 = . _— .
T, e =
Protects Native American religious beliefs and practiceg=, =N =
‘ R r
- - - age_a m
Americans with Disabilities Act of 1990 e

== _—
Modeled in large part on the Rehabilitafigitat, the ADA reflectsBne major difference that is
the use of the word “disability” rather tl@w’ This Ac?{ibits the exclusion of

people from jobs, services, activities, or ben@fits baseupER-disabili
-
h =
ﬁ &

e —
Provides appmprmﬁnonetary remedies for 1ntelﬁonal discrimination and unlawful harassment

in the work place. ct pro%es statutory gur&mcs for the adjunction of disparate impact
cases under Tltlc Vllm&s oTHSTHo ent Supreme Court decisions by expanding the scope
of relevant—einil rights <ty SEtEprovide adequate protection to victims of
discriggin -LHEEqual ent Oppdrl'umty Commission administers this Act.
= o
Ceiling Report S22 e
i == =

Fw Glass Cellln@mmls‘s'lon (created under Title II of the Civil Rights Act of 1991}
1ssued t\mnauy report&Based on a study of barriers to advancement of people of color and
women in CGgPbrate hieragfhies. Such barriers were coined the “glass ceiling.” The results of
the study werdpablishegSh two reports entitled: Good For Business: Making Full Use of the
Nation’s Human@ and A Solid Investment: Making Full Use of the Nation’s Human

pital.
Capita fr

The findings published in Good for Business illustrate that peopie of color and women remain
consistently under-represented and underutilized at the highest corporate levels. The
Commission found that increasing understanding and respect of diverse cultures through
education and training provides an important foundation for organizations to help eliminate
stereotypical thinking and actions, and to facilitate merit-based practices and behaviors within
the organization. The Commission also found that affirmative action continues to be the best
hope of achieving workforce diversity and ensuring that people of color and women do, in fact,
receive equal employment considerations.
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STATE OF OREGON LAW

The Oregon Civil Rights Law ORS 659.030 makes it unlawful for public or private employers
with one or more employees to refuse to hire, fire, or to discriminate against an individual in
compensatton, terms, conditions, or privileges of employment because of a.person’s race, color,

religion, sex, national origin, marital status, age, expunged juvenile recopffFasgociation with
someone in a protected class, family relationship (659.030), menta

1 ﬂyswal‘handlcap
(659.425), or in application for workers’ compensation (659.410), o=z,
ol
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= =
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GLOSSARY

Accessibility: The ability of a person with a disability to approach, enter, and use facilities and
work sites easily.

Adverse Treatment: Action that in any way deprives an individual of an cmployment or
educational opportunity or negatively affects his or her status. -
a2 ®
Affected Class: Those groups of people who are protected by anti-df#rimination law who,
because of past discrimination, continue to suffer the effects of smination. Affected
class status must be determined by analysis or court decision. @'e Protee@ihClass.)
P N

Applicant Pool: Total of those persons who have applieﬁr%:paﬁ‘ticular po@r who have
applications on file) from which an employee may be-nse ected. ==

,==. - om

Artificial Barrier: Any non-job related emplomen@gderatlgﬂhich excludes frgpr

consideration for employment individuals otherwise cap ng the work. &
‘ﬂ:

Assessment Report: An accumulatiori:pf specific statistical dfEharrative data relating to a
department, which identify and evaluate :problem areas. g
Bicultural: Recognition and acceptance ofghe dif8ESHtural influenc@Fthat individuals from
various racial, ethnic, religious, social backg%_unds i EghEt0__offanizations and

= @ ==

communities. e S =
h e ‘ﬁw_ —
s —= 3 ! &
Bilingual: The aﬁto commumcate in more %&P one language.
SIEEEL

Bona Fide Occﬁpa@uah&tlon (BFOQ) ﬁlectmn standard based on sex, disability,

aen gt

age, religion, or national enag
.—-ﬁh&iﬁn—-

rerac

normal gp@rgtiorEef the busiyggs, The FO&zggemption has been narrowly construed by the
couy“ w =N
‘m m

. ed Position: Pmns that‘@hciuded in the job description and other provisions of a
fornTafggersonnel classificgiien systqﬁi’ Unclass1ﬁed positions are generally in the professional

and mM&l ranks. %

-~
Climate Sul%_Comprjﬂ"énsive assessment of the cultural climate of an organization
reflecting interndiziad eXFe

gttrnal perceptions, needs, concerns and resources.
e

Compliance: Adhéfence to laws, court decisions, regulaﬁons, executive orders and other legal
mandates governing Equal Employment Opportunity,

County: County shall include all units of government under the policy direction of the Board of
Commissioners, Lane County Oregon.

Cultural Competency: The development of behaviors, attitudes and policies that enable the
organization and its employees to deliver services in ways that meet the needs of culturally
diverse groups.
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Culturally Appropriate Services: The provision of County services that are sensitive and
responsive to the cultural differences that exist in particular cultural groups. Also, the provision
of services that are effective because they are meaningful to recipients based on their culture.

Cultural Diversity: Differences in race, ethnicity, language, nationality, religion or sexual identity
among various groups within a community or organization.

~
dmain.

Cultural Sensitivity: Demonstrating sensitivity to cultural differences afft8ignilarities, and
effectiveness in using cultural symbols (e.g., language) to effectively gpfnmunicate a message.
e

oY
Disability: A physical or mental impairment which substantiall$&fimiT5aga,or more major life
activities; a record of such impairment; or perception by otl}gs ‘such intpatiment.

P B ..
Disadvantaged: A descriptive term referring to those ifdividugls who becauss g x, disability,

age, religion, race, color, or national origin which r particulg laws, may not sidered
as a basis for an act of harassment or discriminat, tional dﬂot} ‘-'-"?ﬂfn»"

Organizational: (Disparate Effect) The results of dep‘@al personncl practlces which are
quantitatively different for a protecfed class member froffgual employment opportunity.
. TR

Individual: (Specific Intent) The resEEsEan.individual empﬁ@g}ﬁ;l exclusion of a
protected class member from equal emﬁpﬁﬁ@gpprtumty =

m F
Organizational or individual intentions ndao digffiminatentapot relevant. The laws relating
to Equal Employm ST nity are con@ﬁd with theﬁécts of actions taken by an
organization and-%¥ S AT (Intent vS. Irﬁ@ct) ol

='.=
Disparate Impmendenﬁor a test, job quihﬁeatlon or other employment practice to
screen out, or otherwf%;t, Iezmploym: nities of people of color, women,
i : % T TRORElEs 2 greater rate than others. It also describes

i

oo - .
Bi5ha loym ices such as the use of tests or educational
~ reqigEEpyents whlch are @nd neu@' on their face, but which are applied or administered in an

of minorities, women and/or disabled persons. Specifically, the
representation and what could reasonably be expected in the

Diversity: A broad definition that includes a wide range of individuals with unique needs and
talent beyond the observable differences of race, gender, and age, but the additional
characteristics of religious differences, marital status, sexual orientation, family status, political
affiliation, education or socioeconomic status, and disabilities.

Equal Employment Opportunity: The availability of employment and advancement to all
persons on the basis of merit, capability, and potential. A concept which addresses Equal
Opportunity for all persons in employment which includes recruitment, application processing,
hiring, job placement, compensation, promotion, transfer, termination, and shift assignment.
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Equal Opportunity: A system of practices under which individuals are not excluded from any
opportunity or benefits because of their sex, disability, age, religion or creed, race, color, national
origin, ancestry, arrest or conviction record, political affiliation or benefits, or refusal to consent
to sexual interaction.

Good Faith Efforts: A term used to describe honest attempts to achieve Affirmative Action

Goals. ~
AT,
.—-—-—-q-h
Harassment: Encompasses issues of discrimination relating to the Inﬁldatlon and generally
poor treatment of persons for one of the prohibited reasons, m
AT S
ol e

Institutional racism: The systematic mistreatment of people %olor entagagd and supported
by society and its institutions. Exercised by people in powsﬂmand Tesulting l‘%ﬁ‘erenual and
negative 1mpact on particular individuals and groups. Limits, and/or reduces accessito the goods,
benefits, services, and protections of the society, oﬁ basis of tace, and, in a ma.%alt}s

systematized and self-perpetuating. N = =
. oy =

N oo, e ) F
Multicultural: The recognition that organizations are magEhfof people of diverse cultures and
social groups who bring with them valyes and norms that th&¥3hare or hold in common with

others they identify with through anc_es%gguage or geograpigis,
oY,

-
ey

Tt — =
Noncompliance: Failure to follow the colftli{ToRG8EReut in an Equa%ortunity clause and the
regulations applicable through those clause?‘ N F

ﬁ'm__s

Optimal Cultural Clmﬂ@m best condltlm which alfﬁwloyees and customers can
succeed.

E
‘a"‘_

sex, color, religion, or national origin who
the Civil Rights Act. Other laws also
S e 75and Vietnam Era Veterans.

== N
Q ied Disa@n: Mﬁed disabled person” with respect to employment, is a
digibled person who g itial function of a job with reasonable accommodation
N er the hiring regulations. Essential functions are defined
as tho%gHasks which are n%saxy dr fundamental to accomplish the purpose of a job.
RN

' =
RacefEthn@mtlﬁcatloE The five race/ethnic categories used by the Equal Employment
Opportunity C58tnissiop#fe: White, Black, Hispanic, Asian or Pacific Islander, and American
Indian or Alaskaw

B
Reasonable Accofiimodation: The changing of environments, schedules or requirements to

adapt to the known physical or mental limitations of a disabled qualified applicant or employee
which may include job restructuring, part-time or modified work schedules, acquisition or
modification of equipment or devices, the provisions of readers or interpreters or similar actions
and which can be made without undue hardship to the employer.

Sexual Harassment: Unwelcome sexual advances, requests for sexual favors and other verbal

or physical conduct of a sexual nature when resulting in (1) submission to such conduct is made

either explicitly a term or condition of an individuals employment; (2) submission to or rejection
24



of such conduct by an individual is used as the basis for employment decisions affecting such
individual; (3) such conduct has the purpose or effect of unreasonably interfering with an
individuals work performance or creating an intimidating, hostile, or offensive work
environment, '

Target Group: Protected groups on which agencies are free to focus in their Affirmative Action
efforts. Priorities are determined by the relative levels of underutilization.
Under-utilization: Having fewer member of a particular group in a job£&88sification than
would normally be expected by their presence in the labor market. &8  ~
a‘%

Vietnam Era Veteran: For the purpose of compliance with thefciua Tthn)
requirements of the Veterans Assistance Act of 1972, is definedeas "a persan
active duty for a period of more than 180 days, any part oﬁhch‘éccurred beks 3?7-- azen August 5,
1964 and May 7, 1975, and was discharged or rclease% from with other thammdlshonorable
discharge, or served less than 180 days and was disghirged or released with other
dishonorable discharge because of service relategs ity." e

== =
Voluntary Action: The taking of steps to overcome the Wf condltlons that resuited in
limited participation.

oyment Opportunity

dige

-

T, A
-
&

w'-‘n-. ‘==.."""..-.

Workplace Diversity: Recognition of t%z_of drfferences afong workers across many
different dimensions -- race, culture, langWge, Ffeagender, efc. -- angthe different perspectives
and values that may be inherent in those diffjrencesseaBing diversif implies a philosophy

while managing diversity mvolves the Uansla%on qﬁﬁ'e pHEGEBEEY of valuing diversity into
organizational goals andBEIRekS iyes. T =
= F
h Y

Work Env1ronmﬁ.The soc%hysmal and p?%:hological surroundings in which an
employee works, === B '
e .
. E’
posmons within a department. Such

positiogFrthegadjed se include on VPermanent full-time and part-time positions,
exglguing those ":r_:_ exew by the appointing authority.

Pl

~ WogIEEprce Analysis: %@tlsncalﬁmdy of the numbers and percentages of employees by race,
sex, ek origin in each Bcategofy and rank for all employees of a specific employer. The
analysis Wgepncludes an ag:mtmg of the utilization or underutilization of the protected class
employee a ared witiEtheir availability in the relative work force. This is required by
Federal law. “ommm, & -

=
-4
P
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DIVERSITY POLICY
The County Diversity Policy is found at Lane Manual 2.385. It states:

2.385 Diversity is a key to the future success of Lane County. We are charged with
providing effective government services in an increasingly competitive and diverse environment.
If we are to succeed, each of us must embrace the value of diversity as heffFsgritical to the
achievement of our mission. The more successfully we are able to coffffict our'business I a
diverse community the more diverse our presence must be in that Bm ,
Diversity transcends race and gender, affirmative action, and Eﬁal Emp]'m‘ t Opportunity. It
means respecting and valuing differences such as those b ffge, disabi ce, Sex,
religion, color, national ongm, ethnwlty, socm-economwstatus, sexual orienta m‘w nd political
behefs ¥ privacy-ip-afee s faith

to diversity. No longer are such issues just matters of somal@y or historical reciprocity.
Diversity, and the respect and understargiipg of the integrity antEggth of all cultures, peoples

and lifestyles is today and will continue mg_y good businefS=. <
‘m’

m
(1) Policy. Lane County will demonstrﬁ_lts cOTTRRTeqt to dlvgﬁlty through the way in
which it provides County services, thiugh j#e: nmﬁractlces through its funding
decisions, and %&ppomtment%oumy boﬁﬁ" commissions, and committees

&£ = %
—_— — \""—
(a) Ens‘ﬁ?‘i_nﬁ‘at all Cogy services, progxmmrand activities are provided to its diverse
commummwa sensitive forand responsive to cultural differences,
~neluding "-:__-_ ity fo suepth disabilities;
= (b) Ens;@all CoggR-funded services are provided, and funding decisions are
%‘ made, in ZFFRper thatWizes addresses and is reflective of the cultural
m diversity of ¥ rommunﬁs served;
. -

(%monstratmg@ommMnent to workplace diversity through implementation of
“Fmative actih plans and development of cultural sensitivity and cultural
cotEBRtency Zfong other employees; and,
==
(d) Ensuriﬁlat all County board, commissions, and committees are reflective of the
diversity of the Lane County population.

(2) The diversity policy contained in LM 2.385 is intended to be an expression of intent and
aspiration on the part of the Lane County Board and is to be used to guide the County
government in benefiting from and being responsive to the changing population that
provides both the County’s workforce and its customer base. It is not intended to be, nor
shall it be used as a basis for anyone demanding a right or making a claim against Lane
County or its employees.
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Vision of Lane County as a Multicultural Organization

Lane County has a vision that it will be an organization that:

* Reflects the contributions and interests of diverse cultures in its mission, operations,
products, and services

» Is committed to eradicating institutional racism and social oppres ign of all forms within the
organization

= e
"
pr-~—%N
* Includes members of diverse cultures in decisions of the mn that affect them
= ==
» Values diversity and views the differences bctwee%ohﬁas a strf‘i%k

+ Uses management practices and policies that emphamze pa:tlc:patlon an&‘%werment of

all people in the organization o= =
% = L
* Creates a working environment where people ar@e@ ﬁat they do andfiot what they
are =

———

et e
* Follows through on broader exteffi@Emcial responsibilitiesie.educating employees in
muiticultural perspectives - ==t

= ——
= 3::-..

a—-
= m
The vision of Lane County govcrnment as oﬁthat Wﬂues is seen as critical to
the way in which the County.provides service32fheffigh 1ts€?nent practices, through its

funding decisions, and¥ :’““'1:'...“ appomtmcntﬁCounty bogfds, commissions and committees.
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Lane County Government

-ﬁmmwsmners e right):
%ﬁ:s dirgrresponsibility
EREL. T

t,qﬂﬁ-

indicates pamaEponsibility to the

LANE COUNTY CITIZENS
BOARD OF COMMISSIONERS
(ELECTED)
PERFORMANCE .
AUDITOR @~ et et e s e s e ek e e e ——
| .
. | e
* I P —-N
| HOUSING & COMMUNITY . JUSTICE | ASSESSMENT &
SERVICES AGENCY COURTS . TAXATION
L hacsapirecTor L Jupces (ELECTED) ' COUNTY ASSESSOR (ELECTED)
PUBLIC HOUSING CENTRAL LANE | f ADMINISTRATION
SECTION 8 JUSTICE COURT - T APPRATSAL
FLORENCE ™= o
SUMMER FOOD PROGRAM S PROPERTY RECORDS
JUSTICE COURT st [ MANAGEMENT
WEATHERIZATION OAKRIDGE 5‘*_1:'; TaxaTION TUER
” JUSTICE COURT gg I mm
TAIR — . . e, .
] BOARD % | DISTRICT __%'
N ATTORNEY
L- Far DIRECTOR - | =
= . > -
ADMINISTRATION EEE' DISTRICT ATTORNEY (ELECTED)
CONVENTION AND EVENT OPERATIONS TSR, [~ CHILD ADVOGAGY CENTER
FAIR AND FESTIVALS fm. e, [ CRIMINAL PROSECUTION
—— “Mr-mp——
SPORTS CENTER —_— I =i FAMILY LAW
oy == MEDI
e . s MEDICAL EXAMINER
o, e | b=~VHETIM SERVICES
ok o e, . T-RROGRAM
[ omcone T == F
PARTNERSHIP = = - ol
e~ Pr-r-od - PUBLIC
WORKFORCE PARTNERSHIP BOARD OF DIRECTORS = SAFETY
EXECUTIVE DIRECTOR _ .t = A
WORKFORCE DEVELOPMENT == = SHERIFF (ELECTED)
e 1 = CORRECTIONS DIVISION
Rt e ikt
N -3 = - OFFICE OF THE SHERIFF
m— - o POLICE SERVICES
hr = R~ . - T =
. T,
.é'EEG END e
e — ¢ — b — mdmat?z%y clecte vith * (Not a department) Board of Comnmissioners
= direct bud ority by th of is the Housing Services (HACSA) Board)
L Commission e,
% *#* Board of Commissioners has budget
-.....m authority and sets personnel rules; Fair Board

has independent management authority; Fair
Board members are appointed by the
Commissioners

*** Board of Commissioners has budget
authority and sels personnel rules; department
has separale statutory operational charge,
conltracts with County for administrative
services
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LANE COUNTY
CULTURAL VALUES MODEL

Ny Values&Organizational ‘_ F >Recrtéi‘tment
Competencies Selection
i
pad
N |
Evaluation
. 4 &
v A Accountabiity
‘Mentoring | | |
& ormne=" -
_Retention -
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COUNTY

OREGOM -

2002

- =
o,
Human Resoukges Plan . o= .
oo T
-~
o
=

-

EDirected by =
The LaneEEmity Strategic Plan ===, -
AdofiedEEE2001 =
y-—— &
'-E-. 4__.; i s’

b,

w
In April 2001, the County appraVEziihie.‘Lane Comty%ﬁ'?eglc Plan @ars 2000 — 2005)”. This plan sets forth

several core strategies that aﬁﬂ@onhes that wil guide our dctions in meeting our goals and
objectives, and it calls farfhedevelop of Facilities, Fuman Resources, and Information Services plans to

guide the County’s futire i ent in #§ chief resources%

In prepanng this # %:....::: [esource

BE such as té" 1vcr51ty Education Committee. In order to begin the
group dJSWmns we ask S perso%}lmk of how he or she would answer the following questions:
R

WHR help your c@‘tmem‘ %ore effective?

2. What, mng, has beerEEe most frustrating thing for your department in its interaction with HR?
o, =

3. Of the prograr&@aas org8rvices listed below, which three are most important to your department?

-
»  Benefits adi@istration
» Classification and compensation analysis
» Disciplinary procedures
= Diversity outreach & training
» Employee orientation
* Risk management
» Labor/employee relations
» Performance Management
»  Providing information valuable for retention (e.g., exit interview info, etc.)
»  Recruitment and selection
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»  Supervisory training
» Succession planning
»  Workplace investigations

Are there programs or services that HR should be providing but that are not on the list?
4. What are the two areas of risk in your department that concern you most?

5. Do you have any risk issues that you feel are not being adequately addresged?
iz

et -

6. How important do you think HR's role is in initiating and imp!emeﬁorganizational change?
7. What do you think is the greatest challenge facing HR and/or $EECountiiigtgy?
. o= ===

Lo T
Discussions were documented and all responses were than tabulgfed g different ca%;: Then, the
strategies that surfaced as high priority for the departments wgf€ compared to the strategtaimgt forth in the
County's Strategic Plan for Human Resources to be sure baffwere in ali@nent. In additimﬁaff had been
working on a draft Succession Plan and strategies from tﬁﬁmﬁment wetefolded into what 1smow the Human
Resources Plan. _— s = &

S 1
Later this spring, HR staff will be developing ifiavision and mission statement and in preparation, will be
soliciting feedback from department managers, supe s, and employee ftatives.
" crvloregst

e
L =

This document contains a high-level overview of theﬁ,ln_lgﬁemision's goals over the next five-year
period, but not in a priority hieg 4t lists action it%"'m categori%at address the Service Improvement
and Resource Planning sectibns of th ¢ County Strategic Plan. These applicable sections of the County

lan follow, and are numbered and refergmved in the matrix,
p ? e, = T .

Y 3 E

[

— . = . . .
ghief resource plan at least annually and will derive from it an

e o

: iZed to guideourfforts over the course of that next year.
CommengBn this documentgEEbe addrEgggg to.any HR staff person.
_ e

=
% =

"y

Excerpt from County Plan
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A. Service Improvement

A2: Develop more flexible staffing

a. Lane County Government’s personnel policies will promote employee accountability and the matching of
rewards to performance. We will strive for a flexible classification and compensation system. County
managers and bargaining units will work together to ensure that the system sygports and does not inhibit
excellent performance in the delivery of County services. L5,

b. All officials, managers, and employees will be expected to cultivate 1 RBERledge and skills necessary to
perform their responsibilities well. Personnel policies will encoury job-réEaa training and career
development support. As a consequence, each employee will bg,resFonsible ff€&bptributing to the overall
success of the County by performing his or her job to the b‘gmo?her ability‘?’%

= .

¢. Management policies will encourage employee involvaffignt in decisions on how to perfagn. werk in the
most effective and efficient manner possible. We wiﬂ’@ore thesuse of empowerm@licies such as
self-directed work teams and cross training. = & &

County will strive for flexibility in the workpiire=ec;

performance of their duties.

=
=

e. Lane County Government suppatts contracting oifasgiie optiortgeonsider for assuring the efficiency and
effectiveness of its servicgs=Hgyainating any confggcting out opgGrtunity we will comply with labor
contract and other legabEquirem&EE=nd will considgr qualitative as well as cost factors.

Proe—ra ko> h)

=N = = .
o = —_——
. -~ -~ ?.—"'
A4: Promote continuous qualiBiziinprove e
a. Lane C Gove ncouragefcontinuous process improvement efforts initiated by work units in

: T :
Counggxdepartments. e, - _
2]l work to estab@wards%essﬁﬂ innovations initiated by both individual employees and
teanT$E@Remployees, and ¥ERemove pirriers that could inhibit innovation.

¢ “Gain SEEEnc™ programs afthprocedures will be explored to encourage process improvement efforts
= .

S¥giRs,a meangfigful portion of any demonstrable cost savings resulting from work unit

process improvemelfgitigii¥es will be budgeted to support investment in further process improvements

and efficiencies or eni§Egments in the quality of working conditions for the relevant work unit(s) or
department(s), or to sugfort overall County allocation priorities.

c. The purpose of process improvement is not the displacement of employees from their positions. However,
when vacancies occur, it is in the best interest of the County and its citizens to review work processes and to
determine whether the vacant positions and associated resources can be better utilized.

d. As part of the County’s Succession Plan, we will focus on retaining current employees and ensuring they

possess the knowledge, skills and abilities to perform their jobs well. To this end, the County will develop
career ladders and work to encourage employees to become prepared for desired promotional opportunities.
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‘Additional strategies will be considered to motivate employees to pursue appropriate training, which will
increase their chances for success in their work and better qualify them to fill future vacancies.

e. We will look for ways to build on the research and experience of others (e.g., U of O’s “3PM”, the Graduate
School of Business, other higher education institutions, external consultants, other comparable public
agencies, etc.) to assist County departments in conducting process improvement efforts and other efficiency

initiatives.
2
B1: Develop plans for the chief resources applied to deliver County servn;;ﬁ' lﬁﬁnan resources,
information technology, and land and facilities r—%
LTI

a. Lane County Government will develop a human resources plan. THEHum ources division will direct

and coordinate the overall planning effort. Departments will bging 3fecific issWgtp Human Resources for
resolution. Human Resources would then report back to resmefvartment wilE-plan of action for
L

their approval. This plan will: ; oo,
1) Analyze future workforce needs (consistent w@s‘ strateglﬁlan) %’
2) Assess current workforce capabilities in relation tomm(accounhng fofexpected
retirements and turnover). m

3) Identify actions to assure that work®irce capabilities meetm needs.
E

4) Evaluate how the County’s personne[FB5Heieswill promote emaecountability through
performance objectives and then recogﬁéfmnce through%priate reward systems.

5) Aim for a flexible classification and comBensati oS Fatatisg th t"the system supports and does not
inhibit excellent perfomce in the dehve%ﬁountym

6) Specify pohcwsmo encourage ﬁnmg and dévelopment supports so employees have
the knowled@ and a‘%les to perform ~w.e11

7) Identify maﬁage%ohmeﬁud practices to eﬁﬁi‘iﬁrage employee involvement in decisions on how
work will be perfo e
et _=

e
lstestie with Coufit¥, to strengthen leadershlp abilities of managers and
AﬂpeerSOIS, aneierassure steesssful succession transitions for positions where incumbents retire.

wusin,
tablish how the ’s co@‘ﬁ%nt to diversity will be met through hiring, retention,
pmotlon and traml%ractlccsr

10)Ana1—§“ﬁﬂuman Resoums Division's capacity to implement the plan.
= E
.
TR -
e =N .
i v g

o
F
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Work w/ Perfoance Perfo
Measures Analyst & depts. rormance S
. L A2(ac) Measures i
to link dept objectives & ) £ .
NN Ad(a) Subcommittee, Begag®T1-/2001; two-year project
measures with individual
M Bl(a-4) CAQ staff & HR =
employee's objectives & G ——
Megr & Staff A =
Create options for = = T
performance review formats A9 Sﬁ——:,m = = mﬁi
so that one size doesn't have (a.d) HR Mgr g—: f Underws =P lete 12/04
to fit all == “ ==
A .. B T g

New Supervisors
¢ One-on-one with
analyst — “Welcome

new supervisor =
- - P by rares el
orientation Ll

Wagon” visit Sem
e Expectation to aﬂgﬁﬂﬁ%
-

Underway/
Ongoing

Supervisor’s k.

e Pélicies
| epecial notices

“De%lBp Curriculum
. Pt%modules to

Underway, need to develop online
guide-complete 7/03

address ‘ g A2

s  Procedur®® = A‘El():):) Performance & Ongoing, began 2001, Full
* Policies R __,:44"' B1(a-3,8) Development Staff curriculum by 7/04

¢ Contracts — == ’

o Effective F

Management
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Tmplementation Strategy

C. SUCCESSION PLANNING

Work with departments to
identify potential key A2(e) Personnel Analysts, .
Ad(ad) | PeopleSoft Analyst Done: PS Vacancy Report
. . p y
position vacancies ==
Partner w/ dept directors to ' =
e,
identify reorganization BI(1- HR Mgr & - mwz{é)ngoing' VRC
1,23,9) | Personnel AnalystsfF =~ = oo e
possibilities - & =
Compensation/Benefits-- e 3 "
Review total compensation = =N
package for A2(a), %B EN W
competitiveness, taking into Ad(a) HR Mgr, ‘.mCC =N Fall 042=
. . . Bi(a-4) = |eee £
consideration the following W ~ :
. w-‘
ideas: R
¢ Pay-for-performance b %
(two way), merit-based ‘%_._ ==
compensation plan N =
e Allowing leave N F
differential to be -
received in pay, deferred=m, V- %
P snims e e b~ )
comp, etc. Y = -
¢ Re-establish maEks: =
factor in competisatTaE g
plan = =
Salary startingstep.based on == | ~==iriEmafiie] Analyst .
- ' (@ Tz Doing now
quaeRmem, | e | —%Hiring Mer
Expanggftry level poStgas. = |
with.C, through the Az(?ﬁ?
fecriiimnt process and AT Personnel Analysts Und
partnmh depts to e - & Depts nderway
provideagaining EB4(3-8)
oppo 26S }E
Investigate new iz .
comp options and defgmEad~ | A2a). Ad(a) ledkgfc &B(e:r:gts Uggzz?lfg /
comp match B
]?Ifggffl;e%afokzﬁi :?l?itl\iai]:f A2(a), Risk & Benefits Ongoin
© eeds Ad(a) Mgr & JLMBRC g
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Implementation Stratepy

C. SUCCESSION PLANNING "contmued' '

VRl

Recruitment “Tool Pack”

Enhancements--Evaluate A2(b,d) Personnel Analysts Underway/

possible options to use to -
encourage top candidates to AYd) & Hiring Mgrs. . Oneong

accept positions, including:
e Travel/vehicle
allowance
¢ Moving expenses {or
equivalent) paid
e Tout
livability/benefits of LC
¢ Invite and pay for
candidates to visit LC
¢ Increase leave
differential between
managers/supervisors
and classifications that
get OT.
s Evaluate how internal
vs. external candidates
can negotiate for =
positions—need =
eqmtable system. g

Underway/
Ongoing

hiring process w

» Increase focus
ways to attract mor§®
diverse applicants.”

» (ive managers more
flexibility in hiring and
promeoting

¢ Use retirees to fill
positions for short term
projects w/ specific
objectives or to provide
backfill during
restructuring= flexible

37



Implementation Strategy

C. POLICIES & PROCEDURES

Review current
policies and

-
s,
P

and procedures to
reflect current
issues

HR staf@endmg

on fQEBFFEAPM) T

procedures (APM's)

for accuracy and Bl(a- HR staff (depending | & ¢ .
completeness; 4,6,7,9) on foous of APM) | 255 ngoing
recommend -

changes to LC -% =

Mgmt Team = =

Add new policies i S e

..
Ongog+

o
.
s

s, A h
e

N

L

E. DIVERSITY PL

Develop reporting
mechanisms to track EE

& how dept usesAfBEs.

Processes

Sohclt fm

information on all applightits .

information in selecti Gl _

e =
Diﬁsity Analystf'"
HR%eopleSoft
' IS

Fall/winter 2001-02

T TION!CARE%EVELOPMET -

will increase potential for
career growth.

. 4# Diversity Analyst &
HR Mgr Summer 04
developing career la Bl(a- Personnel Analysts Ongoing
recommend changes that 1,2,3,6,8)
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E. DIVERSITY PLAN IMPLEMENTATION/CAREER DEVELOPMENT (continued

Develop training program to
develop A2(b),
managers/supervisors as a Ad(d) Performance & Underway, to be enhanced in
part of experience/training BI(I- Development Staff summer 2002
portfolio for interested 1,2,3,6,7,8)
employees e
: e
Change Culture/Working A2(b,c,d) == >
Environment at Lane Ad(a,d), -
County, Change/Enhance Bl(a- HR gti?gf;r?ept i Underway/
Lane County’s Internal & | 1,2,3,6,7,8,9 % — ongomg
External Image ) = R =
¢ Implement expanded == - =
recruitment & = .
outreach for EH as a =t
tool for diversifying B4 (A-8,9) :.'E*'-’

and providing
internal equity to
LC’s workforce

» Provide support for
career development
programs throughout
organization

» Encourage creative Sfe==

thmkmg and riske

1smg EE’S"'_""——-
+55840ss-training
< “SHpartunities
. M%stomer
servicasgagnagement
skills, cgﬁnnication

skills in trams

program

=

i

B
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Implementation Strategy

o's Who and
Who Does What" Chart
reflecting roles of division

A2 (c,d)
staff Ad(a) Records/Receptio Ongoing

Bl(a- n staff 2

¢ For our own staff 12.3.10) 3

¢ For external =
distribution .
Cross Training A2(c,d) A
e Orientation Ad(ad,e = =
o Office Procedures ) Al 1‘-‘, %___Ongoing
o Identify backup in Bl(a- = ==
areas of need 1,2,3,10) =
Establish Best
Practices/Develop
Consistency in Service
Analyst Training
Recruitment/Selection
Risk Management
Labor Relations
Class Comp
Diversity

_ ==
Benefits % - =
Y -
Y
=
-

Ongoing

o =

Investlgatlonﬁ
e Record KepgphRg=.,

Train the Trainer Profigm. | = =

_ NeegremapreT fOrmance & :
Sy o | Development Underway

= Coordi
r— = oordinator
- Usrcsall HR stalfeasss, 7

=
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COMMISSIONERS

Bobby Green £82-4203 bobby.green@co.lane.or.us Employer

Don Hampton 682-4203 don.hampton@co.lane.or.us Boards & Commissions
COUNTY ADMINISTRATION

Bill VanVactor 682-4203 william.a.vanvactor@eco.lane.orus  Employer

COUNTY MANAGEMENT

Jan Clements 682-4434 jan.clemenis@co.lane.or.us Employer

Lynn Greenwood 682-3872 lynn.m.greenwood{@co.lane.or.us ggrvice Provider

Rob Rockstroh 682-4035 rob.rockstroh@co.lane.or.us w‘ﬂl"‘ﬁﬁdgr and Service Prowder

Lisa Smith 682-4705 lisa.d.smith@co.lane.or.us 2= Service Provider

David Suchart 682-3699 david.s.suchart@co.lane.or.us> “e===Boards & Commissions

Greta Utecht 682-3689 greta.utecht@co.lane.or. uesE =Employer

DIVERSITY ACTION COMMITI'EE DAC

Chris Ashley 682-3802 chnshne.ashel%}ﬁ.lane.or.g_s_ Emplm

Serafina Clarke 682-3020 seraﬁna.cmr@.rane.or.u Service PF@F'

Zoe Gilstrap 682-3692 zoanne.m gilstrap@iEalane g8~ Boards & Coffimissions
e A . ’

Mare Kardell 682-3301 marc kardell@co.lane Bhok. Funder
o < g
Marcy Middleton 682-4018 @;middreton@co Iane‘ﬁs. Boards & Commissions

Maria Thomas 682-4788

RoEAS(DCo.lane.or.us = mplover

UNION REPRESENTATIVES

L R ————— -
Cheryl Dyer 5824288 chewl.@r@c&%’ﬁ‘éﬁ&: Employer
Brad Rusow 682-8584 s brad.rusSv@ o lane.or.u Employer

HUMAN RIGHTS ADVISORY COMMITTEE - HRAC

Char Mauch - @088 r.: charlene.a. ﬁgch@co eugene.or.us Boards & Commissions
__COMMUNITY REPRESENTATIVES

DanBryant __ __ 344-1425 s oon ‘%@’wm Boards & Commissions
YungSoona Gﬂ% '%.

Walker &= == | ayungsoon@comeast.net Employer
. Guadaluﬁungwmh 349-05F === lupe, h.jungwirth@ci.eugene.or.us Funder

| Dr. Cofffitenaartinez  485-27 P %arlesm@os!c.org Funder and Service Provider
687266/ G 0302 2

Carmen Urbiﬁ"aﬁﬂ- cell carmen@clal.org Funder
MEETING FACILITATORS |
Karen Gaffney =3 -39421:-__975 karen.gaffney@co.lane.or.us __Funder and Service Provider
A= Boards & Commissions and
Alicia Hays 68T RA02 alicia.a.hays@co.lane.or.us Employer
MINUTES RECORDER

Christine Moody 682-4182 christine.moody@co.lane.or.us

COORDINATION AND PROJECT ASSISTANT
Laura Yergan 682-3153 __laura.yergan@co.lane.or.us Empiloyer & Planning Group
Tonya Rodriquez 682-4671 lonya.rodriguez@co.lane.or.us
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BOARDS & COMMISSIONS

Alicia Hays  682-7492 alicia.a.nays@co.lane.orus  FACILITATOR
Don Hampton 6824203 don.hampton@co.lane.or.us
David Suchart  682-369% david.s.suchart@co.lane.or.us
Zoe Gilstrap  682-3692 zoanne.m.gilstrap@co.lane.geus
Marcy Middleton  682-4018 marcg.middleion@co.Iaﬁg.ﬁﬁ
Char Mauch  682-5088 charlene.a.mauch@co.e#@'e.or.us
Dan Bryant _ 344-1425 dan@heagéfeugene.or
EMPLOYER
Alicia Hays  682-7492 alici Solane oruse=ul ACILITATOR
Bobby Green  682-4203 reen(@co.lane.or.us =R
Bill VanVactor  682-4203 W|lllaﬂzanvactor@o.lane.or.us e
Jan Clements 6824434 il Mne.ongg =
Greta Utecht  682-3689 retac Sco.lahe.or.us il
Chris Ashley  682-3802 christine. ashBim@co.jane.or.us
Maria Thomas  682-4788 === maria.thom;—m‘ lane.or.us
Cheryl Dyer  682-4288 ' AR
Brad Rusow 682-8584
YungSoona Geil-Walker  688-9423
Karen Gatingf 682° %‘:_karen. atiney@co.lane.orus FACILITATOR
Marc KaffEl. 682-330FE= = marc.kardell@co.lane.or.us
Guadalupe Jungm@tlg-oas lupe TR qwinh@ci.eugene .or.us
Carmen Urbina f carmen@clal.org
RobRusksioh QY] = : rob.rockstroh@co.lane.or.us
Drgsharles MATHESES. 485- m ) charlesm@oslc.org
SEEXICE PROVIDER o
aren Gaffney 3942 & karen.qafiney@co.lane.orus FACILITATOR

“FbRockstroh 6883035 rob.rockstroh@co.lane.or.us

4@71 1 charlesm@oslc.org

Dr. Cha‘ﬁ%amnez
Ry lynn.m.greenwood@co.lane.or.us

lisa.d.smith(@co.lane.or.us

Serafina Cla 682-3020

serafina.clarke@co.lane.or.us
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