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What is Equal Employment Opportunity? 

Equal Employment Opportunity is an important concept for employers, employees and job 
applicants.  It promotes equality in the workplace by protecting an individual’s civil rights.  

The U.S. Equal Employment Opportunity Commission (EEOC) is the governing body responsible for 
enforcing federal laws that make it illegal to discriminate against a job applicant or an employee 
because of the person’s race, color, religion, sex (including pregnancy, gender identity and sexual 
orientation), national origin, age (40 or older), disability or genetic information.  It is also illegal to 
discriminate against a person because the person complained about discrimination, filed a charge of 
discrimination, or participated in an employment discrimination investigation or lawsuit.  

The laws apply to all types of work situations, including hiring, firing, promotions, harassment, 
training, wages and benefits.  Wasco County has set the expectation that any contractor, 
subcontractor, partner agency, community partner or anyone doing business with Wasco County 
abides by our EEO guidelines and affirmative action employment requirements.  This expectation is a 
direct result of Executive Orders 11246, 10925 and 10479. 

Wasco County has focused on six essential elements, as outlined below, in order to build the 
foundation for an effective equal employment opportunity (EEO) program.  

I. DEMONSTRATED COMMITMENT FOR AGENCY LEADERSHIP 
 

Wasco County Equal Employment Opportunity Policy 

Wasco County is firmly committed to equal employment opportunity in all of its employment 
practices. The County provides equal employment opportunities (EEO) to all employees and 
applicants for employment without regard to race, color, r e l i g i o n , sex, national origin, age, 
disability or genetics.  
 
In addition to federal law requirements, Wasco County complies with applicable state and local laws 
governing nondiscrimination in employment in every location in which we have facilities.  This policy 
applies to all terms and conditions of employment, including recruiting, hiring, placement, 
promotion, termination, layoff, recall, transfers, leaves of absence, compensation and training.  
 
Wasco County expressly prohibits any form of workplace harassment based on race, color, religion, 
gender, sexual orientation, gender identity or expression, national origin, age, genetic information, 
disability, or veteran status. Improper interference with the ability of Wasco County’s employees to 
perform their job duties may result in discipline up to and including termination. 
 
Wasco County expects all employees, non-employees, elected officials, members of the community 
and vendors to support our equal employment opportunity policy and to take all steps necessary to 
maintain a workplace free from unlawful discrimination and harassment and to accommodate others 
in line with this policy to the fullest extent required by law.  
 
The Human Resources Manager for Wasco County has been designated as the Equal Employment 
Opportunity (EEO) Officer for Wasco County. Individual Department Heads, with assistance from 
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the Human Resources department, are responsible for ensuring that their employment 
decisions comply with the principles contained in the Equal Employment Opportunity Policy. 

Methods of EEO Communication within Wasco County 

Wasco County informs our employees of their rights and responsibilities pursuant to the EEO 
process, which includes our anti-harassment policy, alternative dispute resolution (ADR) process, 
reasonable accommodation process and behaviors that could result in discipline. This 
communication is conducted through face-to-face training, orientation/on-boarding, online 
webinars and in our Employee Manual and policies.  
 
The Wasco County Equal Employment Opportunity policy, as well as our Anti-Harassment and 
Discrimination policy is available to all employees through the following means;  
 
Wasco County Human Resources Department and Human Resources webpage (Policies and 
Procedures); 
Wasco County Employee Manual;  
CIS Learning Center training portal; and the 
Wasco County shared (“s”) drive. 
 
BOLI compliance posters, which address equal employment opportunity, are located outside the 
human resources department as well as in each of Wasco County’s individual departments.  
 
Employees are encouraged to report all misconduct to our Human Resources Manager who also 
acts as our EEO Officer. Contact information for our Human Resources Manager is available 
online, in the company phone directory and through the orientation/on-boarding process.  
 
Current EEO Officer: 
Human Resources Manager  
511 Washington St. Ste. 206 
The Dalles, OR 97058 
541-506-2774-office 
541-506-2771-fax 

Recognizing EEO in our 100% Love Culture 

Wasco County recognizes, through their 100% Love Culture, that an organization’s culture is only 
as strong as the people who bring it to life.  Having the right people, who believe in and live out 
the core values of the organization (shown below), is the first and most critical step in adhering to 
opportunity in equal employment.   
  
Embody the 100% Love culture  
• Equity and fairness in all things  

• Keep an open mind and be open to change  

• Kindness and compassion for people who live in our community  

• Love what you do and have fun doing it  

• Build a strong team  
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• Excellence in service  

• Recognize and appreciate unique perspectives  
 
Relationships are primary  
• Relationships come first, whether individuals or organizations  

• Be a good neighbor  

• Use honest and active communication  

• Say what you mean, with 100% Love  
 
Do the right thing, even when no one is watching  
• Provide open access and transparency  

• Accountable for actions and decisions  

• Be impeccable stewards of our resources  

• Strive to be the best performing rural county government 
 
Wasco County recognizes employees, managers and directors that demonstrate accomplishments in 
equal employment opportunity.  These accomplishments are recognized by “Love” notes, employee 
appreciation events, performance evaluations and more.  
 
Wasco County consistently monitors the perception of EEO principles within the workforce by 
addressing opportunities for career advancement, fair performance evaluations, promotions based 
on merit, access to training, performance awards and more.   
 

II. INTEGRATION OF EEO INTO WASCO COUNTY’S STRATEGIC MISSION 
Mission: Partner with our citizens to proactively meet their needs and create opportunities.  

EEO Reporting Structure within Wasco County 

All reporting for EEO compliance goes through the Human Resources office.  By having the Human 
Resources Manager as the EEO Officer, this allows for regular access and an effective means of 
informing the Administrative Officer and the County Commissioners of the effectiveness, efficiency 
and legal compliance of Wasco County’s EEO program.  
 
Monthly management team meetings are held to discuss personnel, budget, technology and other 
workforce concerns.  This provides a platform of communication in regards to EEO matters and 
compliance.  This also provides an opportunity for management to focus on recruitment strategies, 
vacancy projections, succession planning, training/professional development and strategic planning 
with equal employment opportunity in mind.  

 
The Wasco County Succession Plan references EEO/diversity and inclusion principals. The workforce 
action plan offers identifiable problems, objectives and action steps to recognize areas of equal 
employment opportunity (EEO).  
 
Wasco County recruits, hires, develops and retains Directors and Managers who have effective 
managerial, communication, and interpersonal skills that align with the culture of Wasco County. All 
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staff are provided with annual training focused on Equal Employment Opportunity (EEO) as well as 
annual review of County policies that include EEO compliance.  

 
 

III. MANAGEMENT AND PROGRAM ACCOUNTABILITY 

Internal Audit Controls and Self-Analysis 

Wasco County has several mechanisms in place for training and mentoring our managers/directors 
on EEO matters.  Having the Human Resources Manager act as the EEO Officer ensures that there is 
effective coordination and communication between the Human Resources office and each 
department manager/director.  This also allows for a more cohesive internal audit process that 
determines whether employment practices have disadvantaged people of color, overlooked unfair 
treatment or if mistakes of historical discrimination within Wasco County were left uncorrected.  This 
self-analyses process ensures that the selection criteria put forth does not disproportionately exclude 
certain racial/ethnic groups or inadvertently develop patters of potential discrimination.  

EEO Compliant Evaluations 

Focusing on the areas of recruitment and evaluation, Wasco County has implemented practices 
designed to widen and diversify the applicant pool both externally and internally. By making sure the 
promotion criteria are made known and that job openings are communicated to all eligible 
employees and applicants.  
 
Wasco County ensures that our Directors/Managers understand their responsibilities when 
conducting performance evaluations.  The following perimeters have been put in place. 
 

 Communicating clear performance standards/expectations for the job.  

 Applying consistent performance standards when conducting performance evaluations. 

 Clear communication when explaining whether performance standards have been met; 
including relevant facts and details that ensure consistency in applying performance 
standards.  

 Ensuring that employees are not held to higher standards or given negative evaluations 
because of their race, color, religion, sex, pregnancy, sexual orientation, gender identity, 
national origin, disability, age or genetic information.  

 Keeping employees informed if performance standards or policies have changed.  

 Responding promptly and effectively to discrimination complaints regarding performance 
evaluations.  

Preventing EEO Discrimination (Anti-Harassment Policy) 

Wasco County has established procedures to prevent all forms of EEO discrimination and 
harassment.  The following policy provides a clear explanation of prohibited conduct including the 
complaint procedure and protection about retaliation.  
 
Wasco County prohibits harassment of any kind in the workplace, or harassment outside of the 
workplace that violates its employees’ right to work in a harassment-free workplace.   
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This policy applies to and prohibits sexual or other forms of harassment that occur during working 
hours, during  Wasco County related or sponsored trips (such as conferences or work-related travel), 
and during off-hours when that off-duty conduct creates an unlawful hostile work environment for 
any of Wasco County’s employees.  Such harassment is prohibited whether committed by Wasco 
County employees or by non-employees, such as elected officials, members of the community, and 
vendors. 
 
Wasco County policy also prohibits harassment against an individual based on the individual’s race, 
color, religion, national origin, age, sexual orientation, marital status, disability, protected activity, 
and any other status protected by applicable law. 
Such harassment may include verbal, written or physical conduct that denigrates or shows hostility 
towards an individual because of any protected status, and can include: 
 

 Jokes, pictures (including drawings), epithets, or slurs;  

 Negative stereotyping;   

 Threatening, intimidating, or hostile acts that relate to a protected class; or  

 Written or graphic material that denigrates or shows hostility or aversion toward an 
individual or group because of the protected status. 

Complaint Procedure 

Each member of management is responsible for creating an atmosphere free of discrimination, 
harassment, and bullying.  Further, all employees are responsible for respecting the rights of other 
employees and strictly adhering to the letter and spirit of this policy. All employees are encouraged 
to discuss this policy with their immediate supervisor, any member of the management team, or the 
Human Resources Manager, at any time if they have questions relating to the issues of discrimination 
or harassment. 
 
Employees are strongly encouraged to tell the harasser that the behavior is offensive and unwanted, 
and that they want it to stop.  Employees who have experienced any harassment, discrimination, or 
bullying, are expected and required to bring the matter to the attention of Human Resources or a 
supervisor or member of management as soon as possible.  
 
In addition, any employee who observes any conduct that he or she believes constitutes harassment 
or discrimination, or who receives information about these types of incidents that may have 
occurred, must immediately report the matter to the Human Resources Manager. 

Investigation and Confidentiality 

All complaints and reports will be promptly and impartially investigated and will be kept confidential 
to the extent possible, consistent with Wasco County’s need to investigate the complaint and address 
the situation. If conduct in violation of this policy is found to have occurred, Wasco County will take 
prompt, appropriate corrective action, and any employee found to have violated this policy will be 
subject to disciplinary action, up to and including termination of employment. 
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Protection against Retaliation 

Wasco County prohibits retaliation in any way against any employee because the employee has made 
a good-faith complaint pursuant to this policy or the law, has reported (in good faith) harassing or 
discriminatory conduct, or has participated in an investigation of such conduct. Any employee who is 
found to have retaliated against another employee in violation of this policy will be subject to 
disciplinary action up to and including termination of employment. 
 

IV. PROACTIVE PREVENTION OF UNLAWFUL DISCRIMINATION 

Wasco County conducts an on-going, reasonable, assessment to monitor progress toward achieving 
equal employment opportunity. This proactive process ranges from recruitment/on-boarding to 
performance evaluations to exit interviews and off-boarding.  

 
Wasco County recognizes that we are distinct in the lack of diversity within our community. We have 
identified barriers which may exclude EEO groups from applying for positions within our organization. 
For example, the local civilian labor force (CLF) plays a factor in the demographics of Wasco County. 
In the 2010 census, the racial makeup of Wasco County was 86.1% white, 4.4% American Indian, 0.8% 
Asian, 0.6% Pacific Islander, 0.4% black or African American, 5.2% from other races, and 2.5% from 
two or more races. Those of Hispanic or Latino origin made up 14.8% of the population.  

 
Wasco County has established an appropriate action plan to help remove identified barriers. By 
advertising positions beyond our community and widening our scope to larger metropolis 
communities, Wasco County is able to encourage applicants with diverse backgrounds to apply.  
 
Wasco County takes affirmative action to promote the recruitment, hiring and advancement of 
qualified people with disabilities and people with targeted disabilities.  All job advertisements include 
a physical demands checklist which assists applicants in understanding the physical requirements 
associated with the position they are applying for. Wasco County also works with our worker’s 
compensation company, SAIF, to ensure that accommodations can be made, if need be.  
 

V. EFFICIENCY 

Complaint Resolution Process 

Wasco County is committed to maintaining an efficient, fair, neutral and impartial complaint 
resolution process.  As mentioned above, any employee who has experienced any harassment, 
discrimination, or bullying, is expected and required to bring the matter to the Human Resources 
Manager.  It is Wasco County’s commitment to implement the steps necessary in a timely manner; 
these steps include counseling, investigation, acceptance and/or dismissal of a complaint, final 
decision and final action.  

Alternative Dispute Resolution (ADR) 

Wasco County has established and encouraged the widespread use of a fair alternative dispute 
resolution (ADR) program.  For this reason, Six Rivers has been retained to provide ADR mediation to 
employees and management.   This service is available during the pre-complaint and formal 
complaint process.   Wasco County also encourages the use of our employee assistance provider 
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(EAP), Deer Oaks (provided through City County Insurance Services-CIS), to make arrangements for 
independent counseling. 

Data Collection 

Wasco County has effective and accurate data collection systems in place to evaluate its EEO 
program.  With the utilization of the EDEN software program, Wasco County is able to remain 
compliant on its EEO reporting requirements.  

Trends and Best Practices 

By promoting an inclusive culture within Wasco County, we are fostering an environment of 
professionalism and respect for personal differences.  By identifying and disseminating significant 
trends and best practices in our EEO program, Wasco County is able to foster open communication, 
which minimizes the chance of misunderstandings and possible legal action.  It is the goal of Wasco 
County to establish neutral and objective criteria that help us avoid subjective employment decisions 
based on personal stereotypes or hidden biases. Wasco County also recognizes the significance of 
offering training to our managers, directors and employees on EEO laws, policy, trends and best 
practices.   
 
Our Human Resources Manager acts as our EEO Officer so that the recruitment and promotion 
process is streamlined to encourage diversity within our organization.  As such, opportunities exist in 
numerous employment contexts, including: 

 Internal and external recruiting 

 Applications for employment 

 Interviewing job candidates 

 Pre-employment testing 

 Background investigations 

 Hiring 

 Compensation 

 Benefits 

 Working conditions 

 Dress and appearance 

 Leave management 

 Disciplinary actions 

 Promotions, transfers or demotions 

 Exercise of legal rights 

 Downsizing, layoff or reductions in 

force (RIF) 

 Termination

 
 

VI. RESPONSIVENESS AND LEGAL COMPLIANCE 
 
Wasco County ensures timely and full compliance with EEOC orders and settlement agreements by 
establishing internal procedures and management controls.  Wasco County does everything in its 
power to comply with the law, including EEOC regulations, management directives, orders and other 
written instructions.   
 
Wasco County reports to EEOC its program efforts and accomplishments every other year through 
their EEO4 report.  This report outlines the salary threshold for each position in Wasco County as well 
as who holds the position from an EEO/affirmative action viewpoint.  
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References 

The following U.S. federal laws prohibit certain types of employment discrimination: 
 

 The Civil Rights Act of 1866 was passed to implement the 13th Amendment to the U.S. 
Constitution. It contains a provision that grants all persons the same right to "make and 
enforce contracts . . . as is enjoyed by white citizens." 

 The Equal Pay Act of 1963 applies to employers with two or more employees and to labor 
unions. The law prohibits discrimination in compensation based on sex in relation to jobs that 
require equal skill, effort or responsibility and that are performed under similar working 
conditions.  

 Title VII of the Civil Rights Act of 1964 applies to employers with 15 or more employees, each 
working 20 or more weeks in the current or preceding calendar year; state and local 
government; employment agencies; labor unions; and U.S. citizens employed by U.S.-owned 
or controlled companies in foreign countries. Title VII prohibits discrimination based on race, 
color, national origin, sex and religion.  

 The Age Discrimination in Employment Act of 1967 (ADEA), as amended by the Older 
Workers Benefits Protection Act of 1990, applies to employers with 20 or more employees, 
each working 20 or more weeks in the current or preceding calendar year, employment 
agencies, labor organizations, U.S.-owned or controlled organizations operating in foreign 
countries, and legislative and executive branches of the U.S. government. The laws prohibit 
discrimination against persons age 40 and older.  

 The Pregnancy Discrimination Act of 1978 amended Title VII to include pregnancy, childbirth 
and related conditions (e.g., abortion) in the definition of sex-based discrimination.  

 The Immigration Reform and Control Act of 1986 (IRCA) prohibits discrimination on the basis 
of national origin or citizenship, except for illegal immigrants, by employers having four or 
more employees.  

 Titles I and V of the Americans with Disabilities Act of 1990 (ADA) apply to employers with 15 
or more employees, local governments, employment agencies and labor unions. It prohibits 
discrimination against qualified persons with disabilities, persons with perceived disabilities 
and persons associated with those having disabilities.  

 Executive Order 11246 of 1965 requires federal contractors to include agreements in 
contracts not to discriminate against an employee on the basis of race, color, sex, religion or 
national origin and requires certain federal contractors to have affirmative action plans.  

 The Family and Medical Leave Act of 1993 (FMLA) applies to employers with 50 or more 
employees and prohibits discrimination against employees for exercising their FMLA rights.  

 The Uniformed Services Employment and Reemployment Rights Act of 1994 (USERRA) 
applies to all employers, regardless of size, and to all regular employees, regardless of 
position or full- or part-time status, and prohibits discrimination on the basis of military 
status and military service obligations. USERRA also provides certain re-employment rights 
following service.  

 Title III of the Consumer Credit Protection Act (CCPA) prohibits an employer from discharging 
an employee whose earnings have been subject to garnishment for any one debt, regardless 
of the number of levies made or proceedings brought to collect it. 

 

 

https://www.eeoc.gov/laws/statutes/epa.cfm
https://www.eeoc.gov/laws/statutes/titlevii.cfm
https://www.eeoc.gov/laws/types/age.cfm
https://www.eeoc.gov/laws/statutes/pregnancy.cfm
https://www.congress.gov/bill/99th-congress/senate-bill/1200
https://www.eeoc.gov/laws/types/disability.cfm
https://www.dol.gov/ofccp/regs/compliance/ca_11246.htm
https://www.dol.gov/whd/fmla/
https://www.dol.gov/vets/programs/userra/
https://www.fdic.gov/regulations/laws/rules/6000-200.html

