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The Auditor’s Office of the City of Portland, headed by an elected official, supports the 
principles of equal employment opportunity and affirmative action. This office is committed to 
policies and actions that ensure equality of opportunity and access to employment with the 
Auditor’s Office.  
 
Equal Employment Opportunity  
The employees in our office are at-will, non-represented civil service, and union-represented 
employees. This office will use selection procedures to recruit applicants who reflect the 
diversity of the Portland community and include members of ethnic groups, women, veterans 
and persons with disabilities. Any departure from these procedures will be documented. This 
office will not discriminate in terms and conditions of employment on any basis prohibited by 
law, ordinance, rules or regulations. The specific prohibitions are contained in the attached 
memorandum to all employees, which will be updated and distributed annually. 
 
Affirmative Action Program Overview 
It is the policy of the Auditor’s Office to create a workplace that generally reflects the gender, 
racial and ethnic profile of the labor pools from which the office recruits. The Auditor’s Office 
will take specific actions to carry out this policy and issue annual reports that demonstrate 
compliance and areas where disparities exist and need remedies. 
 
The office will continue taking steps as described below to ensure equal opportunity to 
compete for jobs and ensure the Auditor’s Office is a welcoming, inclusive, and diverse 
workplace. 
 
Ongoing Affirmative Actions and Policies 
 

• Monitor hiring trends using Bureau of Human Resources data to understand: 1) the 
organizational profile; 2) job group analyses; 3) placement of incumbents in job groups; 
4) availability; and 5) job placement goals for women, minorities, veterans, and people 
with disabilities; 

• Review Equal Opportunity Employment data semi-annually to identify current 
disparities;  

• Make a good-faith effort to remedy existing disparities by job group when employment 
decisions are made;   

• Make contact with community and professional groups of protected classes to relay 
employment opportunities, including to veterans and people with disabilities; 



 

• Ensure a female and minority interviewer participate in competitive recruitment panels;  
• Ensure all application review and interview panel members review anti-bias training 

materials; 
• Train all employees in how to effectively respond to issues of harassment and 

discrimination;  
• Require all new staff to attend Racial Equity 101 or an equivalent course;  
• Ensure management supports the role, resources, and mission of the Auditor’s Office 

Diversity and Equity Committee; 
• State that applicants must be able to work in a diverse environment and with the public 

in all job announcements (in addition to Citywide Equal Opportunity Employer 
statement); 

• Use diverse community resources, such as minority news media, social programs, and 
ethnic networks to develop policy, communicate with underrepresented groups, and 
engage them in services the Auditor’s Office provides;  

• Provide internships and work study positions when possible to expand opportunities for 
members of diverse groups; 

• Provide and promote opportunities for diversity and inclusiveness, either through 
professional development or internal events and gatherings; 

• Reasonably accommodate applicants and employees with disabilities; 
• Interview a qualified minority, female, and self-identified person with a disability for an 

at-will appointment if a competitive recruitment is not used; 
• Complete racial equity plans and track annual progress, including development of an 

equity lens for programs or services.  
 

Annual Reporting 
 
• As available, demonstrate compliance with Affirmative Actions and Policies as stated 

above by reporting on: 
1. The number of individuals in protected classes employed by the Auditor’s Office 

in managerial and non-managerial roles; 
2. Comparisons to Portland/ Portland metro area demographics; 
3. Trend data for these indicators over time; 
4. Any identified disparities, shortfalls, or areas identified internally or by the 

Bureau of Human Resources, including promotion, retention, or compensation 
disparities and immediate strategies to address them. 
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2018 Affirmative Action Plan Report  

The Auditor’s Office adopted an Affirmative Action Plan supporting the principles of equal employment 
opportunities and affirmative action to ensure such equitable opportunities exist and thrive in the 
workplace.   

SUMMARY:  
 
This report demonstrates compliance with office policy and describes affirmative action related 
outcomes.  The Office’s planned actions related to hiring and recruitment, employment, and harassment 
and discrimination prevention have occurred regularly throughout the year. No known shortfalls of 
protected groups identified by any federal Equal Employment Opportunity report, City database, or 
internally, were found to exist in the Auditor’s recruitment or employment process. The office continues 
to study candidate pools and decision points along the recruitment process broken out by race, 
ethnicity, and gender to guide future recruitments and potential outreach.  
 
Examples of 2018 compliance (all items are regular and ongoing):  

• Outreach to community and professional affinity groups during recruitment according to each 
recruitment’s hiring strategy and subject matter expertise; 

• Ensure application review and interview panel members include a racial minority and female 
participant;  

• Require hiring panel bias training for employees participating in the hiring process; 
• Demonstrate support for the work of the office’s Diversity and Equity Committee; 
• Provide and promote opportunities for diversity and inclusiveness trainings and conferences; 
• Officewide completion of division specific racial equity plans. 

Recruitments in 2018:  
 
Through a competitive process, the Auditor’s Office completed five full-time equivalent recruitments of 
regular ongoing positions during 2018. Recruitments occurred throughout four divisions and involved 
363 applicants and over 50 interviews. A casual, part time position was also recruited resulting in three 
individual hires for the position after four interviews and a competitive process. Casual positions are not 
included in the below breakdown of hiring and current staffing due to limitations in the City’s hiring 
software.  
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2018 Demographic Snapshot of Auditor’s 
Office Employees and Management1 

 
 
 

 
 
 

  
     
 
Other statistics: .1 percent of Auditor’s Office staff members identify as having a disability and the Office 
employs one veteran.  
 

 

                                                            
1 For purposes of this report, management means any staff member with supervision responsibility, oversight of a 
division of the Auditor’s Office, or participation on the Auditor’s Management team.  
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Auditor’s Office racial/ethnic makeup as of February 2019 can be compared to the Office’s available 
applicant pool for 2018 recruitments as well as the City population overall (source: 2017 U.S. Census 
data). Through Affirmative Actions and policies, the Office strives to implement a recruiting process that 
is equitable in every phase of the hiring process. 

 

Racial/Ethnic comparison of Portland’s population, the 
Auditor’s applicant pool,  and the Auditor’s Office. 

                                                                                                   

 

                                                                 

                

In 2018, Latinx in the 
Auditor’s Office were 
under-represented by six 
percent compared to the 
City’s population and 
four percent compared to 
2018 applicant pools.  
 

Auditor’s 2018 applicant 
pools were about five 
percent under-
represented by Asians 
compared to the City’s 
population.   
  

Further study is needed to 
determine if the recruitment 
and outreach process is 
equitable for opportunities 
within the Auditor’s office 
among these groups.  
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