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From the Director: The Value of  
Diversity and Inclusion at ODFW
The Oregon Department of Fish and Wildlife (ODFW) 
is committed to building a workforce that is reflective of 
Oregon’s diverse population. Affirmative Action is an essen-
tial component in all recruitment, promotional and career 
development opportunities at ODFW. We also strive to 
incorporate diversity, equity and inclusion into all aspects of 
our programs and services to better serve the diverse popu-
lation of Oregonians. Key to these efforts is our commitment 
to ensuring a work environment that is positive, productive, 
and free from harassment and discrimination. ODFW will 
use professional development and performance assessments 
and/or evaluations as a way to implement the Agency’s 
Affirmative Action Plan. We envision a prime opportunity 
in the next five to ten years to diversify our workforce with 
some significant changes on the horizon due to anticipated 
retirements.

—Curt Melcher

Message from Diversity  
& Inclusion Committee 
ODFWs most important asset is our employees and each per-
son is unique and capable of bringing different and important 
contributions to the workplace.  With a changing population, 
a workforce that reflects this change will make us stronger 
and create a platform for better decision-making. While 
improving the diversity of our workforce is an important part 
of this effort, we also want to look beyond affirmative action 
goals and numbers and recognize that diversity and inclusion 
considerations should be an integral part of how we all make 
decisions to better serve our customers. 

Research indicates that many of our state fish and wildlife 
counterparts are struggling with similar challenges. It is en-
couraging to learn that while there is room for improvement 
we are taking the lead in this area. We believe much can be 
achieved through incremental progress and a clear and deci-
sive vision. ODFW has established a Committee to help steer 
our agency in these endeavors, however, our success depends 
on the support and efforts of each and every one of us. Our 
focus is on three areas: 1) Workforce; 2) Population served; 
and 3) Integration of diversity and inclusion into existing 
programs.

Director Melcher (right) with Nancy MacHugh and Fish and 
Wildlife Commission Chair, Mike Finley (left). Nancy is ac-
knowledged as the first female ODFW biologist (hired 1976, now 
retired) while receiving her Individual Pride Award at the 2018 
Pride Awards ceremony.



How to use this document 
This document is intended to be a resource to managers and 
employees. It describes the agency’s commitment to cultivat-
ing a diverse and inclusive culture. It also serves as a quick 
reference to resources available to managers and employees 
for furthering their interest and efforts. Last, this document 
defines the actions to be implemented by the agency to fur-
ther diversity and inclusion. These actions are summarized 
from the Governor’s executive orders and initiatives, the Di-
versity and Inclusion Committee’s action plan and the 2017 
ODFW Strategic Plan.

Defining Diversity,  
Equity and Inclusion
Diversity and Inclusion are used throughout this document 
to refer to the qualities, experiences, and work behaviors that 
make individuals unique, and the ability of our organization 
to embrace, welcome, and incorporate those differences into 
our work and culture, so that individuals feel valued, empow-
ered, and respected. 

Diversity - unique qualities each individual possesses that 
may present themselves in many forms. Some attributes 
are visual, like race, gender, or age, while other qualities are 
invisible such as religion, sexual orientation, economic status, 
or communication style. 

Inclusion – efforts within our organization, displayed by our 
employees that encourage and incorporate unique qualities 
into our work force, which raises the quality of our work and 
adds value to our mission.

Equity – the achievement of providing each individual the 
resources they need to real their full potential based on their 
specific circumstances. 



ODFW Diversity & Inclusion Goals
One of ODFW’s Guiding Principles is to promote workforce enhancement and inclusion.  To that end we have established 
the following inclusion and equity goals;

• Work within established plans and adjust to improve 
any current practices to make them more effective and 
inclusive. 

• Continue to strive to be a leader in diversifying the 
workforce in the natural resources arena. 

• Diversity and Inclusion Committee should be ac-
tion-oriented, much can be achieved through incre-
mental progress and a clear vision. 

• While increasing the diversity of our workforce is 
an important part of this effort, we also want to look 
beyond affirmative action goals and numbers. 

• We recognize diversity and inclusion should be an 
integral part of how we make decisions across the 
agency to better serve our customers. 

We are devoted to fostering a professional culture that will attract and retain high-caliber employees and will allow all em-
ployees to bring their best performance to the workplace.  We are also committed to being relevant to the full spectrum of 
cultures and identities represented by the citizens of Oregon.  A growing body of evidence indicates that these resolutions 
can provide many benefits to our agency and our stakeholders including:

• Enhanced employee satisfaction.

• Coping with exclusion causes a considerable drag on 
productivity and satisfaction.

• Improved team performance.

• Studies have found that companies with the 
most gender, ethnic and racial diversity in 
management are more likely to have above-av-
erage returns.

• Increased innovation and creativity

• The collective knowledge, perspectives and 
ideas of diverse teams makes them smart-
er.  Diverse teams are also better at avoiding 
group-think in order to produce creative solu-
tions to challenges.

• A better understanding of our customers resulting in 
better service and enhanced public support.

• Greater adaptability.

• The flexibility required to work in diverse 
groups helps workers, and the agency culture, 
to be more flexible to deal with new challenges 
and changing realities.

• Greater ability to attract and retain talent, especially 
for the next generation of workers.

• There are considerable economic advantages 
to retention.  Replacing an employee is a much 
greater cost than retaining an employee.

• It is predicted that there will be increasing 
competition for the most qualified employees, 
especially in the sciences.



Stepping Stones to an Inclusive Workplace
Thoughts lead to actions. Having a written guide allows us to make more intelligent and 
informed decisions.  Every step we take leads us to our shared destination of a positive and 
inclusive work environment where all feel valued and empowered.

Diversity and Inclusion Actions Identified in the ODFW Strategic Plan 
The Strategic Plan was finalized in late February 2018 and contains many references to increasing our efforts to enhance 
diversity and inclusion in the ODFW workforce, the population we serve, and to integrate diversity and inclusion into 
existing programs.  All goals support these efforts;

Goal 1 – Demonstrate effective stewardship of Oregon’s fish, wildlife, and their habitats

• Implement effective stewardship of Oregon’s fish, wildlife, and their habitats through sound science and addressing 
constituent needs.

• Identify full breadth of constituents (all Oregonians) so that we can use that information to communicate effectively, 
diversify our programs, adequately fund the Agency to support their interests, and incorporate them into our deci-
sion-making processes

• Increase or maintain public satisfaction with ODFW as the agency responsible for protecting and managing fish, 
wildlife, and their habitats 

• Communicate the work we accomplish to our constituents and the general public

• Efficiently engage a broader constituency in ODFW’s public processes and continue to build trust through transparency

Goal 2 – Increase and diversify public use and enjoyment of Oregon’s fish and wildlife resources

• Increase the proportion of Oregonians participating in hunting, angling, shellfish harvest, and wildlife viewing 

• Increase promotion of ODFW’s conservation efforts 

• Maintain high quality (abundant resources, uncrowded, aesthetically pleasing) access experience for all user groups 
of anglers and hunters

• Increase diversity of customers to represent social demographic trends in Oregon to include gender, age, and ethnicity 

Goal 3 – Diversify, expand, and align funding with the work we do and the people we serve

Goal 4 – Improve our operational efficiency and ability to monitor and communicate performance

• Develop and implement frameworks to guide publically informed and science-based natural resource decision- 
making that take into account potential future conditions

• Ensure the department has a diverse workforce with the skills, culture, and capacity needed to tackle current and 
future needs

• Foster an organizational culture of professional success and innovation 

• Implement a workforce strategy and succession plan 

  



Diversity and Inclusion Committee Recommendations: Taking Action
Recruitment, Hiring Practices and Internships

Our goal is to recruit and retain the best candidates for our organization recognizing our values related to diversity and 
inclusion. To that end we’ve made several recommendations and several tools to further this goal;

• Post positions broadly.

• Encourage participation in career days and provide resources and materials to managers.

• Regularly educate hiring guidelines to managers including information about unconscious bias.

• Require managers define upfront the skills/attributes/perspectives needed to create the best team.

• Managers need to develop ways to evaluate their current team and identify opportunities to enhance the diversity of 
skills and experiences of the team.

• Track where applicants heard about the job and what attracted them to the position.

• Identify and eliminate exclusionary language from job postings.

• Increase or maintain our visibility as an employer with existing colleges/universities and increase focus on Jr. High 
and high school level audiences. Many students start planning their careers as early as Jr. High.  

• Managers should reference and utilize the Internship Toolkit and focus on professional development of interns with 
the ultimate goal of creating a positive experience.

Onboarding and Retention, Advancement and Mentoring

Our goal is to ensure that our staff have a long, satisfying, and productive career with a solid understanding of our culture, 
mission and goals from day one.  

Onboarding helps new employees adjust to their jobs by establishing better relationships to increase satisfaction, clarifying 
expectations and objectives to improve performance, and providing support to help reduce unwanted turnover.  

• Managers should plan on a structured onboarding process for each new employee; starting with utilizing the draft 
Welcome to Oregon letter and implementing the Onboarding Checklist

• Staff should pursue mentoring opportunities, both as acting as a mentor and by seeking a positive mentor during 
their career

• Staff should enhance their understanding of what positive mentoring is by referring to the Mentoring Guidelines. 

• Human Resources, Divisions and Regions should identify and provide training on human relation skills, particularly 
for managers and team leads.

• The Diversity Committee and Mangers will educate employees on diversity initiatives and provide regular informa-
tion related to diversity and inclusion. 



Education and Outreach

• Listen to different segments of the public to better understand their views on fish and wildlife and their habitats.

• Outreach to local community organizations.

• Outreach to local faith-based communities.

• Provide resources to employees (especially outreach personnel) for building relationships across cultures.

• Reflect diversity in outreach materials (including images, languages, and personal stories from current staff).

• Collaborate with other public organizations to foster diversity and inclusion.

• Foster relationships with outdoor recreation sponsors that support diversity and inclusion.

• Promote outdoor opportunities in locations and/or communities that are underserved (particularly urban communities).

• Advertise diversity outreach events widely.

• Develop multilingual signage and materials for customers.

• Outdoor Skills Workshops and Family Fishing Events – continue to identify ways to increase accessibility for diverse 
audiences. 

• Volunteer Program – campaign to bring in diverse volunteers to programs and to provide input on our diversity efforts.

Roles and Responsibilities 
Director and Deputy Directors

The ODFW Director is critical to the success of the Diversity and Inclusion Plan 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 playing an active role in the agency’s Diver-
sity and Inclusion Committee. The Deputy Director ensures top down support for the goals of the committee. 

Managers and Supervisors 

Each division, section and region within ODFW shall be responsible for meeting the stated goals and objectives for diversi-
ty and inclusion. Division administrators, regional managers, managers and supervisors actively seek ways to recruit, hire, 
and develop diverse teams. 

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.  

Diversity and Inclusion Committee 

The D&I Committee will continue to rotate employees thru 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.



Recommended Resources:

This Plan!

Intranet Page for Diversity/AA/ADA

Code of Conduct

Onboarding Letter (in development)

Onboarding Checklist 

Internship Toolkit (in development)

Mentoring Guidelines 

Annual Oregon Diversity and  
Inclusion Conference

ODFW Strategic Plan

Governor’s Executive Order  
18-03, 17-11, 16-09, 12-03, and 08-16

Governor’s Office of Diversity, Equity,  
and Inclusion/Affirmative Action

ODFW Affirmative Action Summary

19-21 ODFW Affirmative Actions Plan

ODFW Policy: Program Accessibility  
for People with Disabilities

Hiring Managers Guide

ODFW Required Trainings

Make the time to advance your knowledge  
of diversity and inclusion!

https://inside.dfw.state.or.us/director/docs/D-I/ODFW_Workplace_Inclusion_Plan_2020.pdf
https://inside.dfw.state.or.us/director/diversity.asp
https://www.dfw.state.or.us/hr/policies/410_02.pdf
https://inside.dfw.state.or.us/director/docs/D-I/Onboarding%20Checklist.pdf
https://inside.dfw.state.or.us/director/docs/D-I/Internship Toolkit 2019.pdf
https://inside.dfw.state.or.us/director/docs/D-I/MentorGuidelines.pdf
https://www.oregon.gov/ODOT/Pages/Diversity-Conference.aspx
https://www.dfw.state.or.us/agency/strategic_vision/
https://www.oregon.gov/gov/Documents/executive_orders/eo_18-03.pdf
https://www.oregon.gov/gov/Documents/executive_orders/eo_17-11.pdf
https://www.oregon.gov/gov/Documents/executive_orders/eo_16-09.pdf
https://www.oregon.gov/gov/Documents/executive_orders/eo_12-03.pdf
https://www.oregon.gov/gov/Documents/executive_orders/eo0816.pdf
https://www.oregon.gov/gov/policy/Pages/DEI_AA.aspx
https://inside.dfw.state.or.us/hr/docs/AAP_Summary.pdf
https://inside.dfw.state.or.us/hr/docs/ODFW%20AAPlan%202019-2021%20-%20rev%200719.pdf
https://www.dfw.state.or.us/hr/policies/450_16.pdf
https://inside.dfw.state.or.us/hr/recruitment/docs/Hiring Manager Guide.pdf
https://inside.dfw.state.or.us/hr/career_dev/docs/ODFW_Training_Requirements.pdf



