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Special Reports

AUDIT RESPONSE REPORT
Office of the Secretary of State Audits Division 
Bill Bradbury Charles A. Hibner, CPA 
Secretary of State Director

Jean Straight 255 Capitol Street NE, Suite 500 
Deputy Secretary of State Salem, OR 97310

(503) 986-2255
fax (503) 378-6767 

January 25, 2007 

Katy Coba, Director 
Oregon Department of Agriculture 
635 Capitol Street NE, Suite 360 
Salem, Oregon 97301-2532

Dear Ms. Coba: 

The Audits Division has completed the constitutionally mandated audit of agencies that 
had Measure 66 expenditures for the 2003-05 biennium. The purpose of our audit was to 
determine the following: (1) whether agencies receiving Measure 66 funds spent them as 
the constitution intended and reported expenditures accurately for the 2003-05 biennium;
and (2) whether agencies have established performance measures and are gathering the 
necessary Measure 66 data relevant to those performance measures.

We found that the Oregon Department of Agriculture (department) expended its Measure 
66 funds for the 2003-05 biennium substantially in compliance with laws and regulations. 
The department has developed performance measures and is gathering the relevant data.
Although the department substantially complied in expending its Measure 66 funds, we 
noted the following that we shared with department management.

� We tested a sample of the department’s services and supplies expenditures charged  
as Measure 66 capital and operating expenditures. We question the following  
expenditures charged as Measure 66 capital expenditures: monthly car pool  
reimbursements, monthly phone bills from AT&T and the Department of  
Administrative Services, a monthly cell phone service bill, lab supplies, and  
supplies for a workshop. The department could not demonstrate that these costs  
were part of a specific Measure 66 project. According to advice from the  
Department of Justice (DOJ), these expenditures do not qualify as Measure 66 
capital expenditures as they are not tied to a specific Measure 66 project. We  
question $112,593 in expenditures based on a projection of the results of the sample  
of expenditures tested. We recommend the department ensure that services and  
supplies expenditures charged as Measure 66 capital expenditures are part of a  
specific project and are adequately documented.  

� We tested a sample of the department’s payroll costs charged as Measure 66  
expenditures. We found that some employees charged time as Measure 66 capital  
expenditures while performing non-project specific tasks such as attending a  
workshop, preparing training for employees, reviewing grant proposals, and  
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preparing weed risk assessments for the Oregon State Weed Board. In other cases, 
the department could not demonstrate that the employees were working on specific 
Measure 66 projects on the dates the Measure 66 capital expenditures were charged.
We question $160,674 in expenditures based on a projection of the results of the 
sample of payroll tested. We recommend the department ensure that employee
hours charged as Measure 66 capital expenditures are for time worked on a specific 
project and are adequately documented.

� We also reviewed the leave analysis, prepared by the department for the sample of 
employees we tested, for work time charged as Measure 66 capital expenditures.
Based on DOJ advice, leave earned by department employees while working on 
Measure 66 capital projects would qualify as a capital expenditure. The analysis 
showed that some employees charged more vacation and sick leave as Measure 66 
capital expenditures than earned while working on Measure 66 capital projects. We
question $1,390 charged as Measure 66 capital expenditures based on a projection 
of the results of our review of the analysis. We recommend the department ensure 
that leave charged as Measure 66 capital expenditures does not exceed the leave 
earned by employees working on Measure 66 capital projects.

Please refer to audit report No. 2007-01 for the results of our Measure 66 audit. Should  
you have any questions, please contact me at (503) 986-2349.  

Sincerely,  
OREGON AUDITS DIVISION  

Kelly L. Olson, CPA  
Audit Manager  

KLO:bk  
cc: Dan Hilburn, Administrator, Plant Division
 Ray Jaindl, Administrator, Natural Resources Division

Lindsay Ball, Director, Department of Administrative Services
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AGENCY TRAINING REPORT
Agency: Oregon Department of Agriculture
Contact person: Karin Nilsson, Personnel Manager
Telephone: 503-986-4617
E-mail: knilsson@oda.state.or.us

Part One: Benchmark Summary Report
Total permanent employees: 369
Total percent receiving 20 hours  
or more of education and training  
for period 7/1/05 through 6/30/06: 70 percent

Part Two: Agency Training Plan Summary for the 
2005-07 Biennium

The department’s mission is threefold: 1) ensure food safety and provide 
consumer protection; 2) protect agricultural natural resources; and 3) 
promote economic development in the agricultural industry. To accomplish 
this mission ODA is dedicated to developing a technically proficient, 
responsive, informed workforce. The department’s training goal is to 
provide opportunities for skill enhancement and assist in maximizing 
the potential for optimum productivity. By instilling confidence and 
competence in its workforce, ODA is better prepared to offer the best 
services possible.

ODA’s workforce is located throughout the state and the number of 
employees varies greatly throughout the year due to seasonal employment. 
In addition, a large part of the workforce work out of their homes. These 
three factors create a challenge in assuring that employees receive the 
necessary training.

ODA Workforce Development Priorities

ODA’s training priorities for 2007-09 are:

 Provide New Employee Orientation session for all new employees

 Cultural Awareness & Diversity for all employees

 Maintain technical proficiency of workforce

 Supervisory/management training

1)

2)

3)

4)

 Provide ongoing safety training

 Information systems training

 Training to improve the work environment

 Career development training

Goals for Meeting Workforce Development 
Priorities

New Employee Orientation—All new employees receive a one hour 
one-to-one orientation. The session covers subjects such as benefits, 
department overview, ethics, safety-drug-violence, and harassment-free 
workplace policies, PERS and the Oregon Savings Growth Plan, etc. 
This will be provided by the in-house personnel staff.

Technical Proficiency—ODA will continue to seek and encourage 
participation in training and other learning opportunities to maintain 
a high level of technical expertise. The professional technical 
workforce will participate in seminars, workshops and related job 
rotation opportunities. Divisions will provide career specific training 
opportunities at quarterly and semi-annual staff meetings. On-the-job 
training will occur in the Commodity Inspection Districts throughout 
the state to prepare employees for promotional opportunities. ODA 
will continue its policy of providing educational assistance whenever 
possible, to employees pursuing formal education to increase technical 
expertise. Educational assistance may be in the form of tuition 
reimbursement, and/or educational leave. The department will also 
consider flexible work schedules to accommodate class schedules.

Supervisory/Management Training—All new supervisors will attend 
management classes provided by DAS within 1 year of appointment to 
management service. Non-management employees seeking supervisory 
training will be encouraged to attend DAS classes as well. As new 
training is developed, the agency will ensure that employees are provided 
the opportunity to attend. Supervisors are encouraged to attend training 
opportunities focused on team building, team management, conflict 
resolution, etc.

Safety Training—ODA will provide the prescribed driver’s education 
training and refresher courses to all employees who drive a motor 

5)

6)

7)

8)

•

•

•

•
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vehicle in the performance of their job. The agency will also provide 
necessary training to ensure the safest work environment possible. The 
Division Safety Committee has been active in arranging for training and 
mitigating risks.

Information Systems—The ODA Information Technology Section will 
train employees on agency computer system and assure a standard level 
of skill. The MIS will also train intermediate and proficient users on 
program specific software. The agency will provide additional training 
in conjunction with changes or upgrades to computer hardware and 
software to allow maximum user proficiency.

Work Environment—In conjunction with ODA’s Affirmative Action 
Plan, the department will provide opportunities for diversity related 
training. ODA is committed to offering training on the American 
With Disabilities Act and prevention of harassment to managers and 
supervisors. In addition, the department will seek to provide cultural 
awareness training to all employees.

Career Development—ODA encourages employees in their career 
development endeavors. Consideration will be given to employee 
requests for educational leave and/or educational financial assistance, 
as well as on-the-job training and participation in special projects. 
The department will focus on training to develop and improve skills 
in problem identification, problem solving, team building and team 
management.

Other—ODA will continue to meet or exceed the workforce development 
benchmark, that is: 1) 50 percent of permanent employees will receive at 
least 20 hours of training per year; 2) employee development will equal 
2.5 percent or more of payroll by the end of the 05-07 biennium.

Individual Employee Development Plan Methodology
Individual employee development plans are developed annually during 
the performance appraisal process. The supervisor and employee mutually 
decide what training is needed to ensure improvement of the employee’s 
job knowledge and skills. The employee development plan may include 
training related to employee’s current job or focused toward career 
development. The training objectives are documented on the performance 
evaluation form and are reviewed periodically throughout the review 

•

•

•

•

period. Employee development is a performance measure for supervising 
managers and consequently evaluated annually on their activities in this 
regard. The employee development benchmark goals are reviewed and the 
expectation made clear to supervisors at the beginning of review periods.
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AFFIRMATIVE ACTION REPORT
Affirmative Action Plan for Biennium 2007-2009

Oregon Department of Agriculture

I. Status and Progress 05-07 Biennium:

(See analysis chart as Attachment A.)

Women:
Officials/Administrators: We are over parity by 5.5 women in this category. 
There has been an error in the AA reports we receive from DAS, where our 
employees at salary range 31 had been counted in the middle management 
rather than upper management category. That made a significant increase of 
6.8 women over last biennium in this area.

Professionals: Under parity by 9.1
We are at or over parity in Natural Resource, Personnel, Veterinarians, 
Purchasing Analysts, Accounting & Revenue and Program Coordinators/
Analysts. The reason for the one low category is explained below. This is 
an improvement of one person over last biennium.

B11—This is a new category for ODA—Inspector/Compliance. Our 
Measurement Standards Specialists became Compliance Specialist 2. They 
used to fall under C-Technicians. These inspectors work in the field and 
test gasoline and pumps, propane, all types of scales, etc. They must lift 
equipment and test weights of 50 pounds and may do that several times 
daily. They also work around fumes, oil, and dirt and are outside or driving 
the majority of the time. It is a field that is difficult to hire any experienced 
employees into, and there is great difficulty in hiring women in this field. In 
spite of that, we have over the years hired one female who since promoted 
to management, one female who resigned, and one who demoted from 
Inspector to Office Manager.

Technicians: Under parity by .9
This is an improvement of .3 over last biennium, probably aided by the 
removal of the Measurement Standards Inspectors from this category.

Paraprofessionals: Over parity by 1.1
This is an improvement of .4 women over last biennium.

Administrative Support: Over parity by 12.1

Service Maintenance Worker: Over parity by 6.6

People of Color:
ODA has made progress in three categories, and had some losses in three 
categories. Administrators, Paraprofessionals, and Service/Maintenance 
workers had decreases from 2.3 down to .1 people. The biggest decrease 
was the loss of two people of color in the service maintenance worker 
category. There is more competition from private employers in Hermiston 
and Ontario where many of these positions are located.

The increases of 1.5 people in Professionals, 1.1 people in C-Technicians, 
and 1.3 people in Administrative Support were considered successes 
because these positions require more skills and pay more than Service 
Worker positions.

We are still over parity in categories F and H.

People with Disabilities:
We had an increase of 1.2 in Administrative Support and stayed the same in 
Technicians. We lost 1.6 persons in the Maintenance Worker category.

The majority of our positions are located in the field and require a good 
deal of physical effort, which may discourage applicants. Several of our 
employees with disabilities have declined to be coded as such.

II. Analysis

ODA has made progress in the hiring of women, people of color, and 
people with disabilities even though there are numerous challenges in doing 
so: 1) The Department of Agriculture is not a large or high profile agency, 
2) Many of the professional positions are in the natural sciences where 
women and minorities are still not highly represented, 3) a good number of 
the positions are very physical in nature involving lifting up to 50 pounds 
and require working outdoors around gas stations and petroleum fumes, in 
dairies and animal feedlots, etc. 4) “agriculture” has a negative “field work” 
connotation to some people, 5) the Human Resources Office had only one 
Professional position (and one Personnel Technician) to serve an agency of 
over 600 employees, so outreach and relationship building among minority 
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groups and creating an inclusive environment have not been able to be 
a primary focus. It was our hope that by adding one professional staff in 
HR, we would be able to increase outreach activities. However, workload 
increases and cutting of positions has not allowed this to improve as yet. 
Many times the upper management pool of applicants comes from inside 
the agency, because of the specific agency knowledge and experience.

In spite of this rather small and homogenous pool, the department has done 
an excellent job of hiring and promoting women and minorities into upper 
management.

Only the Shipping Point Inspector group has the real potential to hire and 
promote people of color (we are at or above parity for women). These 
positions are hired from the ag workers and laborers who work in food 
processing sheds and plants, pulling samples of commodities for grading. 
Many of these people are of minority status. However, many of them are 
migrant workers or have few skills, and have demonstrated reluctance to 
taking on more challenging duties or working toward a promotion. The 
managers of these positions are willing and do work to help the people who 
show any interest or ability to be promoted.

The B11 category in this agency is made up of Measurement Standards 
Inspectors. Measurement Standards Inspectors work out of their homes all 
over the state, and must live in the area they inspect. They must routinely 
lift 50 lb. test weights, pump gas, test scales and do numerous physically 
demanding, dirty work being exposed to fumes and outside elements. It 
isn’t a position that has been easy to fill with males, and it has been most 
difficult to attract and/or retain females and minorities. In spite of this, 
the department has had one long-term female inspector who promoted to 
a mid-management position in the division. The division has hired two 
people of color who seem to be satisfied employees and have stayed several 
years.

The agency has interviewed people from the HIRE Program, and we 
have no identified barriers to employment. A large number of our jobs are 
physical in nature and involve working outside; this may be a deterrent 
to some applicants with disabilities. We are also aware that some of our 
employees with disabilities do not wish to be identified as such, even 
though there is no detriment in doing so.

III. Strategies

We have been participating with DAS and other agencies in placing large 
advertisements in minority publications and job fairs. We also are working 
with Parrish Middle School as a business partner and working to share 
information about the types of employment available here.

Our managers have done an excellent job of recruiting for and hiring 
people of color. They have actually done better than the statistics show, 
because unfortunately at least one person in the professional category did 
not complete trial service.

We conducted a diversity awareness training session for the entire agency, 
and have obtained DVDs for future training sessions. We will be able to 
send these out to staff who were unable to attend the all staff meeting.

The ODA Director is supportive of affirmative action and diversity 
awareness and encourages managers to hire and create working 
environments that welcome diversity.
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Attachment A

Department of Agriculture  
AA Summary 05-07 Biennium

Current Status

EEO Women People of Color Disabled
A. Over parity by 5.5 Under parity by 6.9 Under parity by 3.1

B. Under parity by 9.1 Under parity by 2.5 Under parity by 9.0

C. Under parity by .9 Under parity by 5.6 Under parity by 4.7

E. Over parity by 1.1 Under parity by .4 Under parity by .3

F. Over parity by 12.1 Over parity by 1.8 Over parity by .4

H. Over parity by 6.6 Under parity by 2.1 Under parity by 3.7

Previous biennium status

EEO Women People of Color Disabled
A. Under parity by 1.3 Under parity by 5.4 Under parity by 2.5

B. Under parity by 10.1 Under parity by 4.0 Under parity by 8.4

C. Under parity by 1.2 Under parity by 6.7 Under parity by 4.7

E. Over parity by .7 Under parity by .3 Under parity by .2

F. Over parity by 13 Over parity by .5 Under parity by .8

H. Over parity by .8 Over parity by .2 Under parity by 2.1

Movement from last biennium to current biennium

EEO Women People of Color Disabled
A. Up by 6.8 Down by 1.5 Down by .6

B. Up by 1 Up by 1.5 Down by .6

C. Up by .3 Up by 1.1 Same

E. Up by .4 Down by .1 Down by .1

F. Down by .9 Up by 1.3 Up by 1.2

H. Up by 5.8 Down by 2.3 Down by 1.6
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