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Things You Need to Know about… 
ODFW’s AFFIRMATIVE ACTION PLAN 
 
What is Affirmative Action? 
 
Affirmative action is a set of federal policies that are designed to counteract historic discrimination faced 
by ethnic minorities, women and other underrepresented groups and to foster diversity and compensate 
for the ways such groups have historically been excluded. 
 
Several issues are designed to be addressed with affirmative action. The first is a past history of 
discrimination, with laws recognizing the fact that many people have been excluded historically from jobs, 
schools, and social endeavors, and that in many cases, this historic pattern of exclusion has created 
disadvantages. Concerns about current discrimination are also designed to be addressed by these 
policies, as are desires to create a more fully integrated and diverse society. 
 
Many laws and policies related to discrimination issues revolve around the idea of equal opportunity; 
these laws are supposed to ensure that minorities are included equally, and to reward the inclusion of 
diversity.  This does not mean, for example, hiring a less qualified candidate, rather using affirmative 
action as a consideration in the selection process when there are several equally qualified candidates. 
 
What does this mean to me? 
 
Management staff at every level share in the responsibility for promoting affirmative action and equal 
employment opportunity to ensure that compliance is achieved.  It is also the responsibility of all 
management staff to ensure the work environment is free from any form of discrimination, harassment or 
retaliation for filing a complaint related to workplace concerns.  Each manger’s performance will be 
evaluated annually as to their effectiveness in creating a diverse and respectful work place and in 
achieving affirmation action goals and objectives. 
 
The Department is committed to meeting our established goals toward achieving equal employment 
opportunity and affirmative action and will use diverse recruitment strategies to identify and attract 
candidates, and establish interview panels that represent protected-class groups. 
 
The following information provides highlights from the plan.  While the Affirmative Action Plan is close to 
88 pages long, the core information is about 40 pages, beginning on page 7, and we hope you will take a 
minute to review this information (there is a link at the end of this document).  In addition to the 
information provided in this summary, Sections F through N contain information about activities related to 
the previous biennium’s AAP and analysis of our accomplishments and progress in meeting our goals. 
 
 
Highlights from ODFW’s Affirmative Action Plan (AAP) 
 
Roles for Implementation of Affirmative Action Plan (Section D), Responsibilities and 
Accountabilities of: 
 
Director and Deputy Directors  
 
The ODFW Director is critical to the success of the Affirmative Action Plan and diversity and inclusion 
initiatives by providing leadership and oversight. The Director supports the work of the Diversity and 
Inclusion Committee. 
 
ODFW’s Deputy Director for Fish and Wildlife Programs is leading the way by taking an active role on the 
agency’s Diversity and Inclusion (D&I) Committee. She ensures top down support for the goals of the 
Committee and steers the Committee. She attends the Annual Tribal Summit to engage with tribal 
partners and participated as a member of the Governor’s Equity Leaders in State Government workgroup. 
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Managers and Supervisors  
 
Each division, section and region within ODFW is responsible for meeting the stated goals and objectives 
for diversity, equity and inclusion. Division administrators, regional managers, managers and supervisors 
actively seek ways to recruit, hire, and develop diverse teams.  
 
Other Staff 
 
ODFW Employees:  
 
All employees at ODFW are responsible for creating a work environment where they want to work and 
where others have a positive work experience as well. 
 
All levels of staff participate in outreach throughout the year that educate diverse groups of the public 
about our department and what we do. 
 
Diversity and Inclusion Committee:  
 
The Diversity and Inclusion (D&I) Committee will continue to rotate employees through the committee to 
enhance awareness and provide opportunities for employees to act as ambassadors for inclusion in their 
workplaces. Bi-annually, the D&I Committee will develop action plans to identify a work plan that 
advances a diverse and inclusive culture. 
 
ODFW’s D&I Committee is a robust committee with staff who feel passionate about diversity and inclusion 
and have action-oriented goals. The D&I Committee has identified initiatives focused on building and 
retaining a diverse workforce which include developing a supportive environment to maintain and grow a 
diverse workforce and improve the pipeline of candidates for ODFW jobs. The action items that are high 
priority in these areas are related to internships, onboarding, and mentorship programs. Members will 
periodically contribute diversity and inclusion related information to be included in the Monday Morning 
Report that is emailed weekly to all employees. 
 
DEI Representative: 
 
The Diversity Equity and Inclusion (DEI) Representative is responsible for coordinating the Affirmative 
Action Program, serving as technical advisor to department staff, and monitoring the progress of the 
program.   
 
The DEI Representative also serves as a permanent member of ODFW’s D&I Committee and is a 
member of the Equity Leaders in State Government workgroup and the Statewide Affirmative Action 
Representatives workgroup. The DEI Representative has also served on the Planning Committee for the 
State of Oregon DEI Conference for nine years. 
 
July 1, 2021 – June 30, 2023 Affirmative Action Strategies and Goals (Sections J & K)  
 
ODFW strives to be a leader in diversifying the workforce in the natural resources arena. 
 
The department’s strategic plan establishes a vision whereby ODFW is the recognized steward of 
Oregon’s fish & wildlife resources with diversified funding that supports our mission. To recognize this 
vision, ODFW leadership established four long-term goals and multiple objectives. ODFW has embedded 
diversity, equity and inclusion into our strategic plan. 
 
ODFW’s Diversity and Inclusion Committee has used these overarching department goals to develop 
specific strategies and goals related to diversity, equity and inclusion. ODFW’s Diversity and Inclusion 
Committee is action-oriented and believes much can be achieved through an incremental progress and a 
clear vision. We continue to focus on three areas: workforce diversity and inclusion, population served, 
and integration of diversity and inclusion into existing programs. Our focus in the 2021-23 biennium will 
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continue to be primarily on the first area, workforce diversity and inclusion although we anticipate making 
inroads into the other areas. These strategies and timelines are set by the Committee to be completed 
over the course of the current biennium and into the 2021-23 biennium. 
 
A. Workforce Diversity & Inclusion 
What actions do we want to take this biennium? 
 

1. Build a supportive environment to maintain and grow a diverse workforce 
• Leadership awareness and buy-in on D&I initiatives. Educate agency on diversity initiative and 

D&I Committee.  
a. Consistently and regularly message Director Melcher’s commitment to Diversity and Inclusion 

in Monday Morning Minutes, Field Reports, All Staff emails, etc. 
b. Maintain D&I Committee website and materials 
c. Add references and resources into Monday Morning Minutes, Field Report, and/or All Staff 

emails (monthly) 
d. Conduct field visits to speak directly with staff and raise awareness (postponed until 2021) 
e. Develop a video to describe importance of Diversity and Inclusion, new resources and 

highlight Committee (due Nov 2021) 
• Annually review results of Employee Engagement Survey, identify, and prioritize follow up actions 

based on responses (e.g., some research has shown that telecommuting and flex schedules are 
significant considerations for females) 

• Develop D&I Survey 
a. Describe Purpose (due December 2020) 
b. Design survey questions (spring 2021) 
c. Send out Survey (summer 2021) 

• Training on human relation skills – prioritize managers (ELT, RMT, Program Managers, 
Supervisors) and team leads (program staff leading field activities) 
a. Work with ODFW Trainer to develop human relations training (ongoing) 
b. Market trainings to managers and staff (Due 2021, 2022) 
c. Add references and resources into Monday Morning Minutes, Field Report, and/or All Staff 

emails (monthly) 
d. Compile a list of books to read on D&I related subjects (post by December 2021) 

• Develop mentoring program and materials for all recruits to support them once they join the 
ODFW workplace with some targeted materials or programs for diversity candidates.  
a. Completed Onboarding Checklist in 2019-2020, revise as needed 
b. Train managers annually on Onboarding checklist (2020, 2021, 2022) 
c. Interview managers and staff to determine what are roadblocks to successful onboarding 

(due June 2021) 
d. Implement solutions to identified roadblocks (Due June 2022) 

2. Increase the “pipeline” of candidates for ODFW jobs 
• Explore where job candidates are falling out and why 

a. Explore what data currently exists, what information is needed to identify potential problem 
areas? (spring 2021) 

b. Is length of time to hire, marketing job correctly, interview experience, etc. contributing to loss 
of good applicants? (all 2021) 

• Advance agency's internship program.   
a. Enhance our visibility as an employer with colleges/universities.  

i. Get lists on black and native American schools, post and recruit in diverse locations 
ii. Develop or seek out resources on other vocational and technical schools, veterans 

programs, etc. 
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b. Strongly encourage intern managers to consider hiring diverse candidates 
i. Educate managers on the need, and affirmative action 

c. Train managers on purpose of internships (not always the highest scoring candidate 
scenario) and internship toolkit 

d. Recommend and develop a more rigorous hiring process – interviews required, written 
justification of chosen candidate 

e. Explore methods to seek out diversity, and solve roadblocks to remote locations (housing, 
safety fears, etc.) 

 
B.  Population Served 
What actions do we want to take this biennium? 
 

• Continue to work with Recruitment, Retention, and Reactivation efforts & identify parallel tracks 
a. Work with Information and Education Division to determine their vision for short and long-

term goals for R3 and how diversity, inclusion and equity emphasis is built in 
• Develop outreach prioritization guidelines. 

 
C. Integrate Diversity and Inclusion into Existing Programs – Shifting Resources 
What actions do we want to take this biennium? 
 

• No priority 1 goals and action items for this area.  If we are able to move to priority 2 goals, we 
will establish specific actions to be undertaken. 

 
 
Reference: ODFW Affirmative Action Plan 

https://inside.dfw.state.or.us/hr/docs/ODFW_AA_Plan_2021-23_Final.pdf

