
 
 

 
 
 

FINAL REPORT: Organizational Assessment Survey, 2007 
 

 
 

 
 

Prepared for: 
 

OREGON DEPARTMENT OF TRANSPORTATION 
 
 

September 15, 2007 
 

 
 

 
Report Prepared by: 

 
Nicholas P. Lovrich, Director 

Division of Governmental Studies & Services (DGSS) 
Washington State University Extension 

Washington State University 
Pullman, Washington  99164-4870 

 
 
 
 

DGSS Support Staff 
 

Ruth Self, Principal Assistant 
Heidi Lee, B.A., Report Editor 

Michael Gaffney, J.D., A.B.D., Associate Director 
Christina Sanders, M.P.A., Research Coordinator 

David Brody, J.D., Ph.D., Research Analyst 
 

Graduate Student Research Assistants 
 

Yu-Sheng (Linus) Lin, A.B.D., Statistical Analysis 
Adam Lincoln, B.A., Content Analysis Specialist 

 



Table of Contents 

Preface ………………………………………………………. . . . . . . . .…………………… 1

Principal Findings in Brief: Comparisons to Norms on Workplace Attitudes  1-4

Source Tables and Illustrative Comparisons ………………………………………….. 4-12

T-Test Tables …………………………………………………………...………... 5-9

Discriminate Analysis Tables ……………..……………………………………... 10-12

Comments: Coding Procedures and Incorporation Into the Survey Dataset ………. 13-22

25 Common Themes ……………………………………………………………... 13

Examples of Each Coded Theme ………………………………………………… 14-22

Six Dominant Themes ……………………………………………………………. 22

Regional and Sub-Regional Frequencies ……………………………………………… 22-53

Regional Frequency Tables ………………………………………………………. 24-35

Sub-Regional Frequency Tables …………………………………………………. 36-53

Appendices 

I – Employee Comments: Ideas for Enhanced Retention ………………………  I-1-99

II – Employee Comments ……………………………………………………… II-1-85

III – Survey Instrument …………………………………………………………. III-1-8
 



REPORT OF ORGANIZATIONAL ASSESSMENT RESULTS 
 
Preface 
 
As of September 15th, 2007 it is possible to report that all organizational assessment 
survey data have been recorded and cross-checked for accuracy, and all survey comments 
on employee retention concerns and general overall comments have been transcribed and 
coded.  With respect to the survey responses to fixed-format questions which can be 
scaled and compared to norms for state and local government public sector employees, 
the data from the Region 3 and Region 4 surveys have been added to the 2007 survey to 
present a complete picture of the Department workforce [a total of 3,606 employee 
surveys are available for analysis].  A statistical analysis of this combined dataset has 
been completed, and the results are reported here without great elaboration. 
 
 
Principal Findings in Brief: Comparisons to Norms on Workplace Attitudes 
 
As with the survey findings reported in the Region 3 and Region 4 organizational 
assessments, there are both favorable findings and findings of concern present with 
respect to the comparison of ODOT results with appropriate norms.  Those norms are 
derived from the accumulation of over 20 organizational assessment surveys conducted 
in public agencies (state, county and municipal) in Washington and Oregon over the 
course of the past decade using pre-tested and reliably measures of workplace attitudes 
and organizational attachment measures.  What follows is a brief summary of these 
results for the Oregon Department of Transportation. 
 
 
R
 

ewards and Recognition (α=.877) 

In the area of the use of non-monetary rewards and the issuance of recognition for good 
work done, the findings are quite positive: ODOT employees report substantially more 
positive replies than comparable public sector employees (index scale mean of 3.02 
compared to a norm of 2.74 on a 5-point scale; this is a mean difference that is 
statistically significant at the p <. .001 level). 
 
 
Training/Career Development (α=.848) 
 
With respect to the area of opportunity for appropriate training and personal development 
the findings are again quite positive:  ODOT employees report substantially more 
positive replies than comparable public sector employees (scale index mean of 3.23 
compared to a norm of 3.13, a mean difference that is statistically significant at the p < 
.001 level). 
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Innovation (α=.826) 
 
In the area of reasoned risk-taking, creativity and being open to positive change the 
findings are mixed, with both above-norm and below-norm attitudes in evidence. 
 
 
Leadership Directed Toward Quality Work Outcomes (α=.892) 
 
In the area of managers and supervisors communicating agency mission and vision goals 
and working with employees to improve workplace operations, the findings are again 
quite positive: ODOT employees report substantially more positive replies than 
comparable public sector employees (scale index mean of 3.15 compared to a norm of 
2.87, a mean difference that is statistically significant at the p < .001 level). 
 
 
Fairness and Treatment of Others (α=.836) 
 
In the area of equitable treatment within ODOT the findings are also quite favorable:  
ODOT employees report higher levels of satisfaction with workplace fairness than their 
public sector counterparts (scale index mean of 3.15 compared to a norm of 3.02, a mean 
difference that is statistically significant at the p < .001 level). 
 
 
C
 

ommunication (α=.809) 

In the area of intra-agency communications across administrative levels and among 
subunits, the findings are uniformly positive:  ODOT employees report higher levels of 
satisfaction with workplace communications than the public sector employees for whom 
norms are available (scale index mean of 3.34 compared to a norm of 3.03, a mean 
difference that is statistically significant at the p < .001 level). 
 
 
Employee Involvement (α=.851) 
 
In the area of employee participation in workplace problem solving and the active 
promotion of cross-team collaborative efforts, there are marginally favorable results:  
ODOT employees report slightly above-norm scale index results based on favorable 
results on two of the six items on the survey dealing with this area (scale index mean of 
3.16 compared to a norm of 3.10, a mean difference that is statistically significant at the p 
< .05 level). 
 
 
Effective Use of Resources (α=.730) 
 
In the area of effective use of agency resources there are mixed results – some positive 
and some negative in direction.  Overall, there is a scale index mean score in this area 
that slightly exceeds the norm for public sector employees (scale index mean of 3.10 
compared to a norm of 3.04, a mean difference that is statistically significant at the p < 
.05 level). 
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Work Environment / Quality of Work Life (α=.694) 
 
In the area of work environment/quality of work life issues the survey results are mixed, 
but primarily positive.  Overall, there is a scale index mean score in this area that 
substantially exceeds the norm for public sector employees (scale index mean of 3.37 
compared to a norm of 3.25, a mean difference that is statistically significant at the p < 
.001 level). 
 
 
T
 

eamwork (α=.821) 

With respect to cooperation and teamwork aspects of the agency’s workplace 
environment, ODOT employees report strongly positive sentiments:  the scale index 
mean of 3.42 compares favorably to a norm of 3.22, a mean difference that is statistically 
significant at the p < .001 level). 
 
 
S
 

upervision (α=.897) 

In the area of the quality of supervisory practices the findings are uniformly positive:  
ODOT employees report a substantively higher level of satisfaction with the conduct of 
their supervisors than do comparable public sector employees (scale index mean of 3.40 
compared to a norm of 3.23, a mean difference that is statistically significant at the p < 
.001 level). 
 
 
Work and Family/Personal Life Balance (α=.487) 
 
In the area of working out tradeoffs between workplace demands and family/personal 
needs, there is again evidence of moderately positive results.  ODOT employees report a 
higher level of satisfaction with the balancing of these tradeoffs than do comparable 
public sector employees (scale index mean of 3.81 compared to a norm of 3.69, a mean 
difference that is statistically significant at the p < .001 level). 
 
 
Personal Experiences:  Job Satisfaction  [Motivators] (α=.886) 
  
With respect to those aspects of the agency working environment which relate to the 
intrinsic motivators (e.g., potential for personal growth, sense of accomplishment, 
encouragement offered and notice taken of one’s efforts) the findings are positive.  In 
five of nine “job enrichment” areas probed in the survey there are statistically significant 
above-norm results.  Overall, for this important area of the organizational assessment 
there is a scale index mean score in this realm of workplace sentiments that exceeds the 
norm for public sector employees (scale index mean of 3.53 compared to a norm of 3.45, 
a mean difference that is statistically significant at the p < .001 level). 
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Personal Experiences:  Job Dissatisfaction [Hygiene Factors] (α=.642) 
 
In the area of job dissatisfaction, in three of five areas of concern (pay, benefits, and 
quality of work done in one’s group) ODOT employees report negative sentiments.  In 
all three operational baseline areas the results of the organizational assessment survey 
indicate below-norm findings for ODOT employees when compared to other public 
sector employees, and in all three cases the mean differences are statistically significant 
at the p < .001 level. 
 
 
Subjective Comparisons and Job Satisfaction 
 

• Pay in comparable jobs 
• Amount of work assigned in comparable jobs 
• Overall – ODOT compared to other potential employers 

 
In ALL THREE areas of subjective comparative assessment ODOT employees are 
expressing sentiments indicating that the comparison is unfavorable. 
 

 
C
 

onsidering Separation from the Agency 

The public sector norm (n=516) available for this item is 31.5%; the figure for ODOT 
employees is 37.3%.  This is a moderately unfavorable finding.  This difference in 
proportions for the ODOT and norm-source public sector employees is both substantively 
important and statistically significant – such a difference would occur by chance in only 
one-in-a thousand circumstances. 
 
 
Source Tables and Illustrative Comparisons 
 
The next five pages feature the source tables used for this section of the report.  The three 
pages following those five pages of computer-generated tables illustrate what factors are 
associated with above-average and below-average job satisfaction scores and whether or 
not a ODOT employee is considering leaving their job.  The items in boldface indicate 
statistically significant differences between the two comparison groups.  Note that the 
“comment” section in the tables on these three pages features the presence of a set of 
comments coded into six categories – with each comment category representing at least 
100 employees having made a remark of this type.  After these tables the results of the 
coding of comments are reported. 
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T-Test Results for a Comparison of ODOT Employee Mean Responses with those of State/Local Public Sector Employees 

  
    

N Mean 
Std. 

Deviation t df 
Mean 

Difference 

Rewards/Recognition (α=.877) 
  

             
 ODOT 3,606 3.04 1.185 10.293 3,087 0.374 *** 

 

Q1. High performing employees receive non-monetary rewards (for 
example, letters of appreciation, public recognition, Driving Force award). Norm 1,660 2.67 1.244         

 ODOT 3,610 2.79 1.167 0.793 3,105 0.028   

 

Q2. High performing employees are promoted or recognized. 

Norm 1,663 2.76 1.220         

 ODOT 3,744 3.39 1.114 4.968 2,281 0.183 *** 

 

Q3. Supervisors personally recognize the contributions of individuals and 
teams. Norm 1,351 3.20 1.176         

 ODOT 3,722 3.26 1.113 3.797 2,281 0.139 *** 

 

Q4. Supervisors are fair in recognizing individual and team 
accomplishments. Norm 1,345 3.12 1.169         

 ODOT 3,677 3.09 1.173 10.884 2,375 0.410 *** 

 

Q5. Recognition depends on how well employees perform their jobs. 

Norm 1,350 2.67 1.189         

 ODOT 3,646 2.67 1.086 5.880 5,299 0.190 *** 

 

Q6. Employees are rewarded for providing high quality products and 
services to customers. Norm 1,655 2.48 1.104         

 ODOT 3,374 3.02 0.897 9.562 4,707 0.278 *** 

 

Index 
Norm 1,335 2.74 0.909         

Training/Career Development (α=.848)                 

 ODOT 3,713 3.61 1.109 3.875 2,305 0.141 *** 

 

Q7. Employees receive the training they need to perform their jobs (for 
example, on-the-job training, conferences, workshops). Norm 1,350 3.47 1.158         

 ODOT 3,717 3.63 1.019 4.753 2,263 0.162 *** 

 

Q8. Employees receive the everyday guidance and assistance they need to 
perform their jobs (for example, help from supervisors, team leaders, or co-
workers). Norm 1,351 3.47 1.089         

 ODOT 3,670 3.13 1.191 3.665 5,323 0.129 *** 

 

Q9. Employees are provided with training that enhances their career 
advancement opportunities (for example, through cross-training, detail 
assignments, project work). Norm 1,655 3.00 1.193         

 ODOT 3,519 3.03 1.059 7.443 2,368 0.259 *** 

 

Q10. Education and training programs are developed based on an 
assessment of employees' training needs. Norm 1,348 2.77 1.095         

 ODOT 3,446 2.92 1.129 -4.416 3,095 -0.155 *** 

 

Q11. Supervisors/team leaders support employees' efforts to learn outside 
the job (for example, membership in trade/professional organizations, 
course work). Norm 1,647 3.07 1.189         

 ODOT 3,644 3.24 1.022 6.797 4,989 0.226 *** 

 

Q12. Employees receive training and guidance in providing high quality 
customer service. Norm 1,347 3.01 1.103         

 ODOT 3,241 3.23 0.814 3.457 2,321 0.097 *** 

 

Index 

Norm 1,337 3.13 0.882         

Innovation (α=.826)           

 ODOT 3,604 2.49 1.113 -3.893 3,069 -0.133 *** 

 

Q13. Risk-taking is encouraged without fear of punishment for mistakes. 

Norm 1,649 2.62 1.164         

 ODOT 3,637 2.75 1.069 2.522 3,047 0.083 * 

 

Q14. Creativity and innovation are rewarded. 

Norm 1,651 2.67 1.125         

 ODOT 3,656 3.02 1.119 1.699 3,075 0.058   

 

Q15. Supervisors/team leaders are receptive to change. 

Norm 1,655 2.96 1.167         

 ODOT 3,632 3.00 1.140 3.392 3,025 0.120 *** 

 

Q16. Managers are receptive to change. 

Norm 1,653 2.88 1.213         

 ODOT 3,661 3.06 0.998 -3.346 3,154 -0.100 *** 

 

Q17. Employees are receptive to change. 

Norm 1,653 3.15 1.009         

 ODOT 3,651 3.43 1.050 5.926 2,946 0.197 *** 

 

Q18. Employees are provided with training when new technologies and tools 
are introduced. Norm 1,658 3.23 1.155         

 ODOT 3,622 3.05 1.068 1.605 5,273 0.051   

 

Q19. New practices and ways of doing business are encouraged. 

Norm 1,653 3.00 1.089         

 ODOT 3,354 2.95 0.755 0.891 3,068 0.021   

 

Index 

Norm 1,622 2.93 0.793         

Leadership and Quality (α=.892)           

 ODOT 3,685 3.41 1.020 11.655 2,678 0.409 *** 

 

Q20. Managers and supervisors communicate the organization's mission, 
vision, and values. Norm 1,655 3.00 1.253         

 ODOT 3,660 3.30 1.097 9.030 2,868 0.320 *** 

 

Q21. Managers and supervisors demonstrate that quality is important in 
their day-to-day activities (for example, hold meetings to discuss quality 
issues, interact with customers). Norm 1,650 2.98 1.235         

 ODOT 3,682 3.08 1.060 8.921 2,871 0.305 *** 

 

Q22. Managers and supervisors let employees know how their work 
contributes to ODOT's mission and goals. Norm 1,656 2.78 1.195         

 ODOT 3,594 2.99 1.101 7.034 3,002 0.243 *** 

 

Q23. Managers and supervisors provide sufficient resources (for example, 
time, training, dollars) to promote improvement throughout the region. Norm 1,654 2.74 1.188         
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T-Test Results for a Comparison of ODOT Employee Mean Responses with those of State/Local Public Sector Employees 

  
    

N Mean 
Std. 

Deviation t df 
Mean 

Difference 
 ODOT 3,517 3.04 1.052 4.982 2,974 0.166 *** 

 

Q24. Managers and supervisors follow up on employee suggestions for 
improvement in products, services, and work processes. Norm 1,646 2.87 1.149         

 ODOT 3,603 3.14 1.012 7.351 2,978 0.234 *** 

 

Q25. Managers and supervisors set challenging and attainable performance 
goals Norm 1,651 2.91 1.099         

 ODOT 3,309 3.15 0.828 9.718 2,762 0.277 *** 

 

Index 

Norm 1,625 2.87 0.994         

Fairness and Treatment of Others (α=.836)           

 ODOT 3,726 3.60 1.058 4.671 3,072 0.149 *** 

 

Q26. Employees treat each other with respect. 

Norm 1,640 3.45 1.081         

 ODOT 3,360 2.92 1.209 0.631 3,056 0.024   

 

Q27. Disciplinary actions are applied fairly to employees. 

Norm 1,610 2.89 1.261         

 ODOT 3,626 3.04 1.168 6.917 3,119 0.243 *** 

 

Q28. The distribution of work among employees is fair. 

Norm 1,639 2.80 1.185         

 ODOT 3,519 3.07 1.122 5.914 3,069 0.204 *** 

 

Q29. Training and career development opportunities for employees are 
allocated fairly. Norm 1,632 2.86 1.166         

 ODOT 3,392 3.00 1.127 2.912 3,141 0.100 ** 

 

Q30. Disputes or conflicts (for example, between co-workers, management 
and employees) are resolved fairly. Norm 1,625 2.90 1.151         

 ODOT 3,533 3.49 1.232 5.214 3,062 0.198 *** 

 

Q31. Advancement opportunities are available for qualified individuals, 
regardless of gender, race, national origin, religion, age, cultural 
background, or disability. Norm 1,632 3.29 1.283         

 ODOT 3,032 3.15 0.849 4.703 3,055 0.128 *** 

 

Index 

Norm 1,582 3.02 0.897         

Communication (α=.809)           

 ODOT 3,679 3.32 1.110 10.004 2,917 0.351 *** 

 

Q32. Employees are kept informed on issues affecting their jobs. 

Norm 1,642 2.97 1.211         

 ODOT 3,699 3.83 0.927 6.425 2,997 0.184 *** 

 

Q33. Employees share their knowledge with each other. 

Norm 1,642 3.65 0.979         

 ODOT 3,663 3.43 0.982 15.098 2,758 0.492 *** 

 

Q34. Managers and supervisors communicate the goals and priorities of 
ODOT. Norm 1,636 2.93 1.143         

 ODOT 3,587 3.20 1.075 9.592 2,964 0.325 *** 

 

Q35. Managers and supervisors promote communication among different 
work units (for example, about projects, goals, needed resources). Norm 1,641 2.88 1.163         

 ODOT 3,008 3.19 1.019         

 

Q36. There is good communication with local governments in your area. 

Norm 0 . .         

 ODOT 3,349 2.97 1.061 7.483 3,026 0.251 *** 

 

Q37. There is communication among various levels of ODOT. 

Norm 1,617 2.72 1.128         

 ODOT 3,186 3.34 0.763 12.008 2,870 0.306 *** 

 

Index (Based on Q32,Q33, Q34, Q35, Q37) 

Norm 1,601 3.03 0.866         

Employee Involvement (α=.851)           

 ODOT 3,654 3.38 0.990 0.635 3,032 0.019   

 

Q38. Employees are involved in improving the quality of products, services, 
and work processes. Norm 1,643 3.36 1.037         

 ODOT 3,642 2.94 1.115 1.846 3,053 0.063   

 

Q39. Employees have a feeling of personal empowerment and ownership of 
work processes. Norm 1,641 2.88 1.159         

 ODOT 3,643 3.39 1.036 3.347 3,052 0.106 *** 

 

Q40. Employees are held accountable for achieving positive results. 

Norm 1,643 3.28 1.080         

 ODOT 3,629 3.20 1.035 1.207 3,011 0.039   

 

Q41. Supervisors/team leaders provide employees with the opportunity to 
demonstrate their leadership skills. Norm 1,633 3.16 1.087         

 ODOT 3,652 2.95 1.180 -0.097 5,281 -0.003   

 

Q42. Supervisors/team leaders ask for employee ideas and opinions before 
making important work decisions. Norm 1,631 2.96 1.216         

 ODOT 3,700 3.21 1.113 6.626 2,896 0.233 *** 

 

Q43. Managers and supervisors provide an environment that supports 
employee involvement, contributions, and teamwork. Norm 1,636 2.98 1.216         

 ODOT 3,417 3.16 0.812 2.484 2,952 0.064 * 

 

Index 

Norm 1,609 3.10 0.874         

Use of Resources (α=.730)         

 ODOT 3,753 3.16 1.141 6.753 3,044 0.233 *** 

 

Q44. The amount of work is reasonable, allowing employees to provide high 
quality work. Norm 1,644 2.93 1.179         

 ODOT 3,724 3.66 0.889 -0.859 5,361 -0.023   

 

Q45. Employees have the job-relevant knowledge and skills necessary to 
accomplish ODOT goals. Norm 1,639 3.69 0.884         

 ODOT 3,727 2.97 1.082 12.860 3,079 0.418 *** 

 

Q46. Interruptions are kept to a minimum to allow employees to finish their 
work on time. Norm 1,640 2.56 1.102         
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T-Test Results for a Comparison of ODOT Employee Mean Responses with those of State/Local Public Sector Employees 

  
    

N Mean 
Std. 

Deviation t df 
Mean 

Difference 
 ODOT 3,662 2.53 1.136 -4.178 5,298 -0.140 *** 

 

Q47. Red tape and unnecessary rules/regulations do not interfere with the 
completion of work in a timely manner. Norm 1,638 2.67 1.113         

 ODOT 3,748 3.64 1.045 5.475 2,855 0.183 *** 

 

Q48. Employees have the appropriate supplies, materials, and equipment to 
perform their jobs well. Norm 1,645 3.46 1.165         

 ODOT 3,339 2.78 1.157 -5.831 3,230 -0.203 *** 

 

Q49. An effort is made to minimize the number of management levels (i.e., 
organizational hierarchy). Norm 1,622 2.99 1.149         

 ODOT 3,196 3.10 0.710 2.430 4,795 0.053 * 

 

Index 

Norm 1,601 3.04 0.714         

Work Environment/Quality of Work Life (α=.694)           

 ODOT 3,745 3.69 0.965 14.394 2,607 0.485 *** 

 

Q50. Physical conditions and/or equipment allow employees to perform their 
jobs well. Norm 1,644 3.21 1.206         

 ODOT 3,634 3.14 1.161 -10.457 5,270 -0.359 *** 

 

Q51. Programs that encourage good health practices are supported (for 
example, wellness activities, health education programs). Norm 1,638 3.50 1.133         

 ODOT 3,714 3.79 0.941 8.350 2,778 0.257 *** 

 

Q52. Employees are protected from health and safety hazards on the job. 

Norm 1,638 3.53 1.080         

 ODOT 3,672 2.88 1.124 3.847 3,089 0.130 *** 

 

Q53. Supervisors/team leaders take steps to minimize work-related stress. 

Norm 1,639 2.75 1.148         

 ODOT 3,500 3.37 0.771 5.158 2,984 0.125 *** 

 

Index 

Norm 1,623 3.25 0.822         

Teamwork (α=.821)           

 ODOT 3,756 3.47 1.107 4.976 2,937 0.172 *** 

 

Q54. A spirit of cooperation and teamwork exists. 

Norm 1,646 3.30 1.194         

 ODOT 3,681 3.49 0.975 3.630 2,878 0.113 *** 

 

Q55. Different work units cooperate to get the job done. 

Norm 1,643 3.38 1.082         

 ODOT 3,506 3.57 0.891 8.347 2,936 0.237 *** 

 

Q56. Teams are used to accomplish ODOT's goals, when appropriate. 

Norm 1,624 3.34 0.969         

 ODOT 3,473 2.75 1.076 12.386 5,102 0.396 *** 

 

Q57. Employees are rewarded for working together in teams (for example, 
performance ratings, certificates, public recognition, Driving Force award). Norm 1,631 2.35 1.038         

 ODOT 3,435 3.32 0.994 10.049 5,064 0.307 *** 

 

Q58. Employees in different work units participate in cross-functional teams 
to accomplish work objectives. Norm 1,631 3.01 1.061         

 ODOT 3,738 3.91 0.976 -0.450 3,403 -0.012   

 

Q59. The people I work with cooperate to get the job done. 

Norm 1,664 3.92 0.911         

 ODOT 3,495 3.42 0.735 9.228 5,125 0.205 *** 

 

Index 

Norm 1,632 3.22 0.757         

Technical Center (α=.802)                 

 ODOT 243 3.50 0.942         

 

T57. The Technical Center is responsive to my issues and concerns. 

Norm 0 . .         

 ODOT 239 3.95 0.984         

 

T58. I would rather use our Technical Center versus a consultant. 

Norm 0 . .         

 ODOT 235 3.75 0.896         

 

T59. The Technical Center provides me with a quality product. 

Norm 0 . .         

 ODOT 225 3.72 0.798         

 

Index 

Norm 0 . .         

Workplace Safety (α=.902)                 

 ODOT 3695 3.86 0.935          

 

Q60. I feel empowered to make decisions regarding my safety and the 
safety of my co-workers. Norm 0 . .         

 ODOT 3616 3.99 0.878          

 

Q61. Supervisors strongly support ODOT's safety program. 

Norm 0 . .         

 ODOT 3595 3.75 0.912          

 

Q62. Safety training meets employee needs. 

Norm 0 . .         

 ODOT 3455 2.96 1.058          

 

Q63. Employees are recognized by management for working safely. 

Norm 0 . .         

 ODOT 3336 3.45 1.025          

 

Q64. Monthly crew safety meetings are supported by employees. 

Norm 0 . .         

 ODOT 3611 3.92 0.769          

 

Q65. My co-workers do a good job following safe work practices. 

Norm 0 . .         

 ODOT 3659 3.77 0.911          

 

Q66. Expectations regarding safety are clearly communicated. 

Norm 0 . .         

                   

7



T-Test Results for a Comparison of ODOT Employee Mean Responses with those of State/Local Public Sector Employees 

  
    

N Mean 
Std. 

Deviation t df 
Mean 

Difference 
 ODOT 3020 3.29 0.960          

 

Q67. There are appropriate personnel consequences for not following safe 
work procedures. Norm 0 . .         

 ODOT 3426 3.68 0.921          

 

Q68. I am satisfied with work zone safety. 

Norm 0 . .         

 ODOT 3364 3.88 0.889          

 

Q69. My supervisor supports attendance at safety-related training. 

Norm 0 . .         

 ODOT 2909 3.64 1.128          

 

Q70. My manager or supervisor regularly attends monthly crew safety 
meetings. Norm 0 . .         

 ODOT 2868 3.24 1.095          

 

Q71. My supervisor visits work sites to check on safety-related issues. 

Norm 0 . .         

 ODOT 3095 3.81 0.962          

 

Q72. Monthly crew safety meetings are supported by supervisors. 

Norm 0 . .         

 ODOT 2732 3.48 1.020          

 

Q73. District safety committee meetings are an effective resource to 
address safety concerns. Norm 0 . .         

 ODOT 2,055 3.64 0.628         

 

Index 

Norm 0 . .         

Supervision (α=.897)              

 ODOT 3,535 3.37 1.131 7.067 5,160 0.241 *** 

 

Q74. Supervisors provide fair and accurate ratings of employee 
performance. Norm 1,627 3.13 1.154         

 ODOT 3,659 3.40 1.049 5.254 2,988 0.171 *** 

 

Q75. Supervisors/team leaders provide employees with constructive 
suggestions to improve their job performance. Norm 1,644 3.23 1.118         

 ODOT 3,709 3.52 1.001 6.962 2,872 0.222 *** 

  

Q76. Supervisors/team leaders communicate what is expected of 
employees in terms of job performance (for example, task responsibilities, 
performance standards). Norm 1,640 3.29 1.108         

  ODOT 3,703 3.11 1.252 3.598 5,348 0.134 *** 

 

Q77. There is trust between employees and their supervisors/team leaders. 

Norm 1,647 2.98 1.283         

 ODOT 3,703 3.60 1.041 3.587 2,976 0.115 *** 

 

Q78. Employees receive help from their supervisors/team leaders when 
there are work-related problems Norm 1,637 3.49 1.103         

 Index   3,416 3.40 0.921 5.952 2,964 0.173*** 

     1,602 3.23 0.980         

Work and Family/Personal Life (r= .487**)           

 ODOT 3,670 3.89 1.027 5.497 2,966 0.176 *** 

 

Q79. Supervisors/team leaders understand and support employees' 
family/personal life responsibilities. Norm 1,647 3.71 1.106         

 ODOT 3,613 3.72 0.926 1.731 5,256 0.048   

 

Q80. Employees balance their work and family/personal life responsibilities. 

Norm 1,645 3.68 0.931         

 ODOT 3,553 3.81 0.845 4.430 3,102 0.114 *** 

 

Index 

Norm 1,642 3.69 0.872         

Personal Experiences: Job Satisfaction (α=.886)           

 ODOT 3,757 3.55 1.113 3.894 3,110 0.130 *** 

 

Q81. I am given a real opportunity to improve my skills. 

Norm 1,666 3.42 1.145         

 ODOT 3,754 3.72 0.928 1.684 5,417 0.046   

 

Q82. I have enough information to do my job well. 

Norm 1,665 3.68 0.918         

 ODOT 3,754 3.45 1.151 2.235 3,029 0.079 * 

 

Q83. I feel encouraged to come up with new and better ways of doing 
things. Norm 1,665 3.37 1.219         

 ODOT 3,761 3.39 1.110 8.039 2,975 0.278 *** 

 

Q84. Conditions in my job allow me to be about as productive as I could be. 

Norm 1,667 3.11 1.202         

 ODOT 3,757 3.53 1.151 1.236 5,420 0.042   

 

Q85. My job makes good use of my skills and abilities. 

Norm 1,665 3.49 1.190         

 ODOT 3,755 3.62 1.149 -1.961 5,415 -0.066 * 

 

Q86. My work gives me a feeling of personal accomplishment. 

Norm 1,662 3.68 1.135         

 ODOT 3,717 4.10 0.907 -1.951 5,377 -0.052   

 

Q87. I like the kind of work I do. 

Norm 1,662 4.15 0.900         

 ODOT 3,681 3.14 1.148 3.933 3,035 0.139 *** 

 

Q88. Sufficient effort is made to get the opinions and thoughts of people 
who work here. Norm 1,661 3.00 1.219         

 ODOT 3,385 3.30 1.023 6.216 5,024 0.194 *** 

 

Q89. ODOT is making the changes necessary to remain responsive to 
customer needs. Norm 1,641 3.10 1.062         

 ODOT 3,249 3.53 0.786 3.654 4,863 0.088 *** 

  

Index 

Norm 1,616 3.45 0.804         
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T-Test Results for a Comparison of ODOT Employee Mean Responses with those of State/Local Public Sector Employees 

  
    

N Mean 
Std. 

Deviation t df 
Mean 

Difference 
Personal Experiences: Job Dissatisfaction (α=.642)                

 ODOT 3,787 2.55 1.014 -24.635 5,448 -0.745 *** 

 

Q90. How do you rate the amount of pay you get on your job? (1. Very Poor; 
2. Poor; 3. Fair; 4. Good; 5. Very Good) Norm 1,663 3.29 1.060         

 ODOT 3,785 3.54 0.972 -10.051 3,182 -0.287 *** 

 

Q91. How do you rate your total benefits program? (1. Very Poor; 2. Poor; 3. 
Fair; 4. Good; 5. Very Good) Norm 1,664 3.83 0.970         

 ODOT 3,774 3.61 1.133 2.394 2,986 0.083 * 

 

Q92. Overall, how good a job do you feel is being done by your immediate 
supervisor/team leader? (1. Very Poor; 2. Poor; 3. Fair; 4. Good; 5. Very 
Good) Norm 1,650 3.52 1.200         

 ODOT 3,779 3.58 0.966 2.538 2,931 0.077 * 

 

Q93. How do you rate ODOT in providing job security for people like 
yourself? (1. Very Poor; 2. Poor; 3. Fair; 4. Good; 5. Very Good) Norm 1,660 3.50 1.055         

 ODOT 3,781 4.04 0.805 -3.767 5,441 -0.088 *** 

 

Q94. How would you rate the overall quality of work done in your work 
group? (1. Very Poor; 2. Poor; 3. Fair; 4. Good; 5. Very Good) Norm 1,662 4.13 0.764         

 ODOT 3,752 3.47 0.639 -10.117 5,386 -0.192 *** 

 

Index 

Norm 1,636 3.66 0.644         

Subjective Comparisons and Job Satisfaction           

 ODOT 3,760 1.77 0.815 -22.379 2,702 -0.615 *** 

 

Q95. In comparison with people in similar jobs in other organizations, I feel 
my pay is: (1. Much Lower; 2. Slightly Lower; 3. About the Same; 4. Slightly 
Higher; 5. Much Higher) Norm 1,653 2.39 0.978         

 ODOT 3,763 3.31 0.712 -6.113 2,375 -0.171 *** 

 

Q96. The amount of work I am expected to do on my job is: (1. Far Too 
Little; 2. Too Little; 3. About Right; 4. Too Much; 5. Far Too Much) Norm 1,656 3.48 1.032         

 ODOT 3,757 3.10 0.898 -2.864 2,919 -0.081 ** 

 

Q97. How would you rate ODOT as an employer compared to other 
organizations? (1. One of the Worst; 2. Below Average; 3. Average; 4. 
Above Average; 5. One of the Best) Norm 1,654 3.18 0.982         

     
Yes No   

Chi-
square 

 ODOT 1383 (37.3%) 2324 (62.7%)   16.481 *** 

  

Q98. Are you considering leaving your current employment with ODOT? 

Norm 516 (31.5%) 1120 (68.5%)       

* p<.05; ** p<.01; *** p<.001 
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Discriminate Analysis:  Sources of Job Dissatisfaction and 
Organizational Disaffection in the Workplace Attitudes  

and Survey Comments Evidence 
 

Job Satisfaction 

 
Below Mean 

(N=1509) 
Above Mean 

(N=1708) 
Tenure with ODOT 133.22 137.78 
SUPERVISORIAL position? 12.92% 21.14% 
Gender (% of Male) 62.81% 58.33% 
AGE 25 or less 2.02% 1.78% 
 26 to 35 15.36% 12.20% 
 36 to 45 27.76% 25.69% 
 46 to 55 38.79% 42.92% 
 56 or older 16.08% 17.41% 
Comment   

Increase Salary 33.07% 34.84% 
Increase Benefits 9.95% 9.78% 
More training 8.48% 6.21% 
Rewards  Increase rewards 7.55% 6.03% 
Advancement Opportunities 6.63% 4.04% 
Need for Increased Employee Input 4.97% 2.99% 

 
 
 
 

Are you considering leaving your current 
employment with ODOT? 

 Yes (N=1226) No (N=1906) 
Tenure with ODOT 141.35 132.74 
SUPERVISORIAL position 18.34% 16.77% 
Gender (% of Male) 66.26% 56.41% 

25 or less 1.50% 2.14% 
26 to 35 15.62% 12.32% 
36 to 45 27.80% 25.98% 
46 to 55 37.95% 42.80% 

AGE 

56 or older 17.12% 16.76% 
Comment   

Increase Salary 37.85% 31.63% 
Increase Benefits 10.78% 9.44% 
More training 7.59% 7.35% 
Rewards  Increase rewards 7.99% 6.07% 
Advancement Opportunities 6.37% 4.69% 
Need for Increased Employee Input 5.06% 3.11% 
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Discriminate Analysis:  Sources of Job Dissatisfaction and 
Organizational Disaffection in the Workplace Attitudes  

and Survey Comments Evidence 
 

 
Job Satisfaction 

 
Below Mean 

(N=1509) 
Above Mean 

(N=1708) 
Tenure with ODOT 133.22 137.78 
SUPERVISORIAL position? 12.92% 21.14% 
Gender (% of Male) 62.81% 58.33% 
AGE 25 or less 2.02% 1.78% 
 26 to 35 15.36% 12.20% 
 36 to 45 27.76% 25.69% 
 46 to 55 38.79% 42.92% 
 56 or older 16.08% 17.41% 
Training/Career Development 2.88 3.74 
Rewards/Recognition 2.68 3.57 
Innovation 2.58 3.43 
Leadership and Quality 2.76 3.67 
Fairness and Treatment of Others 2.88 3.78 
Communication 3.11 3.86 
Employee Involvement 2.72 3.68 
Use of Resources 2.85 3.54 
Work Environment/Quality of Work Life 3.05 3.77 
Teamwork 3.15 3.89 
Workplace Safety 3.64 4.17 
Supervision 2.95 3.93 
Work and Family/Personal Life 3.54 4.19 
Comment   

Increase Salary 33.07% 34.84% 
Increase Benefits 9.95% 9.78% 
More training 8.48% 6.21% 
Rewards  Increase rewards 7.55% 6.03% 
Advancement Opportunities 6.63% 4.04% 
Need for Increased Employee Input 4.97% 2.99% 

 

11



Discriminate Analysis:  Sources of Job Dissatisfaction and 
Organizational Disaffection in the Workplace Attitudes  

and Survey Comments Evidence 
 

 
Are you considering leaving your current 

employment with ODOT? 
 Yes (N=1226) No (N=1906) 
Tenure with ODOT 141.35 132.74 
SUPERVISORIAL position 18.34% 16.77% 
Gender (% of Male) 66.26% 56.41% 

25 or less 1.50% 2.14% 
26 to 35 15.62% 12.32% 
36 to 45 27.80% 25.98% 
46 to 55 37.95% 42.80% 

AGE 

56 or older 17.12% 16.76% 
Training/Career Development 3.02 3.54 
Rewards/Recognition 2.78 3.38 
Innovation 2.72 3.23 
Leadership and Quality 2.91 3.45 
Fairness and Treatment of Others 3.02 3.57 
Communication 3.24 3.69 
Employee Involvement 2.90 3.45 
Use of Resources 2.95 3.39 
Work Environment/Quality of Work Life 3.17 3.61 
Teamwork 3.26 3.73 
Workplace Safety 3.74 4.04 
Supervision 3.11 3.70 
Work and Family/Personal Life 3.68 4.01 
Personal Experiences: Job Satisfaction 3.17 3.83 
Comment   

Increase Salary 37.85% 31.63% 
Increase Benefits 10.78% 9.44% 
More training 7.59% 7.35% 
Rewards  Increase rewards 7.99% 6.07% 
Advancement Opportunities 6.37% 4.69% 
Need for Increased Employee Input 5.06% 3.11% 

 

12



Comments:  Coding Procedures and Incorporation into the Survey Dataset 
 
The organizational assessment survey featured an invitation to ODOT employees to offer 
commentary on the problem of turnover.  They were asked the following question: 

 
What ideas do you have about increasing employee retention at ODOT? 

 
The responses to this question were quite voluminous, and many employee comments 
were recorded with lengthy commentary.  The process of coding this high volume of 
comments required considerable time and coding effort, but the payoff is quite 
worthwhile.  There were 25 “themes” clearly identifiable in ODOT employee comments, 
and six of these themes were mentioned by 100+ ODOT employees. 
 
 
2
 

5 Common Themes 

The 25 common themes were as follows: 
1. Increase salary (general) 
2. Increase starting salary 
3. Issue raises more frequently 
4. Increase maximum salary cap 
5. Increase salary for management 
6. Increase benefits 
7. Enhance opportunities for advancement 
8. Improve management practices 
9. Improve the treatment afforded to employees 
10. Improve communications 
11. Decrease the workload 
12. Decrease the size of management 
13. Reduce “bureaucracy” (red tape) 
14. Enhance employee input 
15. Need larger workforce 
16. Reduce use of outsourcing 
17. Increase the respect shown to others 
18. Increase rewards and recognition 
19. Enhance training opportunities 
20. Weed out bad managers 
21. Weed out bad employees 
22. More efficient and effective hiring practices 
23. Increase flexibility 
24. Enhance work from home opportunities 
25. Reduce favoritism in the workplace 
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Examples of Comments for Each Coded Theme 
 
Increase starting salary 
 
My job is entry level, but a lot of responsibility comes into play.  I am the starting place 
to make sure things are done correctly.  A slightly higher pay scale would be needed to 
keep people from moving on after training them for a year. 
 
ODOT has to provide better starting salaries and opportunities to college graduates or 
they will not be able to compete with the private sector or other agencies.  The perception 
now is that new college grads coming to work for ODOT are being from the bottom of 
the barrel.  
 
 
Increase maximum salary 
 
When you are a long-time employee and do not wish to go into management and are at 
the top of your pay range, I feel when you do good quality work you should still receive 
some type of compensation as a show of acknowledgement -- i.e., a salary increase of 
some type should be given. 
 
1. Need to have a competitive salary range equal to or better than the local agency 
partners with which we work on a day-to-day basis.  2. Employees should never be 
topped out in salary, as time and experience should be rewarded.  3. Salaries should be 
based on locality similar to that of Federal employees' GS scale. 
 
 
Increased pay for managers 
 
Supervisor positions can not be expected to make less than those they supervise. 
Compensate supervisors for carrying a pager.  Allow other means of compensation.  Pay 
employees for the amount of responsibility.  Close gap between levels of manager i.e., 
PEMF over a PEMC. 
 
Take care of your managers’ pay more fairly – some small divisions like rail, transit, etc. 
earn as much as managers with far more program responsibilities, bigger budgets and 
more employees.  At ODOT the squeaky wheel tends to get the grease; Senior 
Management have been allowed to behave very badly, leaving a bad taste – and as a 
result we have lost many good employees for this reason. 
 
 
More frequent raises 
 
It takes too many years to reach the top of a pay scale. We are loosing good new 
employees to cities and counties after we have trained them.  They go there to make more 
money, and reach the top of their pay scales sooner than if they stay at ODOT. 
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Benefits 
 
The reneging on past contracts with PERS benefits definitely make the private 
employment appear equally stable to our situation.  We once thought pay and benefits at 
ODOT were offset by retirement security. This is not so.  Now the compensation and 
benefits of private employers are much higher and retirement benefits are about the same. 
 
Minimally you must continue to current benefit package.  But do something about the 
high cost of insurance for retirees.  You can get better insurance for less in the private 
sector – this makes no sense.  Provide more development opportunities for people to gain 
need qualifications to promote 
 
 
Advancement opportunities 
 
Where I work it is said that we promote from within, but more often than not they hire 
from the outside.  It drops the morale for people to work for a promotion to a certain job 
or area, and then see someone hired who has to be trained from the floor up. 
 
When promotion comes available, employ those employees already doing the job or have 
experience with the job. I see outside hiring being a practice rather than employing a 
dedicated current worker who can perform the job.  Just because a person has a degree 
does not necessarily mean they can perform the job better. 
 
Provide more learning skills, consider promoting in-house employees, and allow more 
cross -training that would be beneficial and challenging.  Redo the interviewing process, 
making sure that the person interviewed is truly being graded for skills and experience. 
Fix PD100 application online that it will save info to be continued at a later time.  
 
 
Better management 
 
Allow people to do their jobs; there is way too much micromanaging.  Management in 
MCTD and audit have no clue how to positively motivate employees; only threats and 
punishment are used.  Morale is at an all-time low in MCTD audit, and our management 
refuses to recognize this.  Double standards abound between employees and management 
in every facet of our jobs, ranging from performance standards to travel reimbursements 
to compensation. Auditor positions require a great deal of judgment, but we are being 
second-guessed all of the time. Turnover in some offices is already high in cities where 
there are other opportunities.  I love the work I do and working with Motor Carriers, but I 
simply hate the politics, poor management and double standards in MCTD. 
 
Management needs to listen to employees and seek out our opinions more often. Too 
often, favorites and teacher’s pets are the recipients of better jobs or higher pay.  A 
manager in a position paying 40-50k a year or above should be an example of dedicated 
work rather than sitting around and talking and visiting all the time. 
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Managers need to be fair when evaluating employees and not headhunt and pick on 
certain employees.  This becomes painfully evident to others, which lowers morale.  No 
micro-managing.  Upper level managers need to ask the workers how their managers are 
doing. It seems that upper level managers have lost focus and only operate in a 
"managers’ world" not seeing beyond their offices.  Therefore, people are leaving ODOT. 
 
Stop micro-managing employees.  Listen to the people doing the work before setting 
policies and procedures.  ODOT management too often beats everyone with the same 
stick.  The low performers should be dealt with on a case-by-case basis.  The same stick 
policies of management have created a hostile work environment, a negative incentive to 
do more work, and a real us vs. them atmosphere that did not exist a few years ago. 
Management does not even understand what I do, but is trying to set policy for me to 
follow.  
 
 
Better treatment of employees 
 
Treat the employee's with "RESPECT"!  I worked for ODOT for years and was red-lined 
under the ODOT re-organization and had to complete a PD100 form to reapply for a 
newly created position under the re-organization (stress).  Pay the employees more based 
on experience.  Compensate for the $'s lost in the PERS reduction.  Respect experienced 
ODOT workers and learn from them, and do not re-invent the wheel every few years. 
Provide safe clean work environment for all employees. Provide enough staff to complete 
the work assigned and provide adequate training and not sink or swim mentality.  
 
Being more consistent with policy and procedures in your own region as well as 
statewide.  Inconsistencies make it very hard to do our jobs well.  Being treated like 
human beings with respect rather than contempt, etc. 
 
 
Better communication 
 
Create a better communication system that does not beat employees up and that relates all 
info to all employees.  Because we are always helping individual customers and not 
together as a group, this is sometimes impossible.  Waiting for a meeting once a week is 
not the answer either. There should be a rewards system that we know that we can earn 
by meeting certain criteria and that should be announced and fair, not just at the whim of 
the supervisor that rewards if he hasn't done it for a while – a practice which doesn't make 
anyone feel that they are being rewarded. 
 
Improve communication between management and staff.  Hold management more 
accountable for their decisions and/or actions.  Be more willing to allow flex schedules 
and tele-commuting for all employees (whose job would allow for this type of work), not 
just "the special few" and "management," which is what is happening now.  Management 
needs to include staff in unit-level decision-making, especially when it involves the staff 
members’ work responsibility.  
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Employee recognition. 1. We need to know!  Not just be paper pushers, we need to be a 
part of decision making process.  2. Ask the person doing the job was improvement they 
could make.  3. Listen to your employees.  Listen – don’t just tell! 
 
 
Decrease workload 
 
For DMV field employees are required to know and to retain too much information. 
Separate driver, vehicle and examiner training and knowledge are needed.  Create 
specialists that are very capable in a specific area. 
 
Some employees have the responsibility of what need to be two-three jobs.  They are 
severely overworked, and facing a loss of pension benefits and salary freeze. Therefore, 
competitive salary and realistic work loads instead of expecting someone to do 2-3 
people's work with limited salary needs to be the plan of action for ODOT.  
 
Workloads are too great for some employees – they stress out at work and start looking 
for jobs elsewhere.  Some sections/regions need more FTE to balance workload. 
 
 
Decrease management 
 
Fewer managers and supervisors and more workers and equipment are needed.  The ratio 
of workers to supervisors is way above what we need.  Also, managers and coordinators 
need to do their own paperwork and not have workers do it for them.  They need to be out 
on the road and not in the office doing paperwork. 
 
Cut some levels of management.  We are top-heavy, like most government agencies.  Get 
better managers and HR folks.  An employee must feel they have someplace better to go 
other than the union.  I have no trust with either HR or upper management 
 
Less red tape, less drama and insecurity during contract negotiations, and more "new 
blood" are needed in ODOT.  A large amount of the dysfunction is from people who have 
many years of experience with a organizational sub-culture of promotion through 
accusation. 
 
Stop micro-managing.  Get rid of the "old boy" system in the agency.  Reduce upper 
managers, increase number of workers. 
 
 
Decrease bureaucracy 
 
Reduce red tape and mind-numbing consensus-based approaches to everything under the 
sun.  Define career paths, workplace expectations and require high performance vs. the 
current entitled "dead weight" mentality culture. 
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Some ODOT employee's feel they can't do their job anymore due to the amount of "red 
tape" and environmental concerns.  Also, in some cases we spend more time taking care 
of safety items then actually doing the job (i.e., the job takes 10 minutes to complete and 
one hour doing safety procedures).  
 
 
Increase employee input 
 
More input from responsible employees needs to be requested regarding decisions and 
impacts of decisions, especially when the situation impacts employees' jobs.  Employees 
need to be informed when they are working on cases of issues that have been decided on 
that affect their case.  Remove hierarchical mentality.  While the majority of managers do 
an excellent job, many of the managers in the higher level positions should be required to 
take humility training; managers need to understand the importance of invoking trust in 
their employees, and also that they feel safe in admitting their mistakes. I'm very lucky 
with my current manager; her humility has established the trust of all her employees. 
 
Get employees involved with the development of programs for there job (e.g., CAD).  
Stop wasting all the money, time that is being wasted. 
 
Taking employees’ ideas to heart instead of to Salem!  We are the ones working the 
highways, so let us as crews tell you what we need and then get it for us.  We'll get it 
anyway, but do we order it or does Salem?  When Salem gets involved, we often don’t 
get what we need.  ODOT has lost significant $ on several items and issues.  
 
 
Increase personnel levels 
 
Allow DMV office managers the time to effectively manage instead of having to provide 
direct customer service.  More time would help with training, communications, and 
performance issues.  Increase staffing so that we are not always having to work in a crisis 
or reactive mode. 
 
Additional permanent staff needed for clerical support to enable managers to manage 
better (less stress).  Need additional staff to reduce burn-out due to too much work.  
 
Region staff was generally not increased to handle additional workload after ODOT 
reorganization.  Reorganization caused need for duplication of services, but many agency 
offices never staffed to handle this.  To decentralize you must ADD personnel.  
 
 
No outsourcing 
 
Eliminate the reorganization of our workflow every few years.  Respect the AEE union 
goals.  Keep work in-house rather than contracting out.  
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Change public perception of state workers and their worth.  Stop moving work to the 
private sector just because it makes politicians look good.  
 
More in-house work (projects).  Employees feel that all of the career-related work is 
outside the agency.  You can't grow and retain knowledge just with reviewing others’ 
work.  You need to do it too.  Related to the above comment, more upper-level 
management support needs to be expressed for in-house work. Outsourcing is a useful 
tool, but it is not an end-all solution.  
 
 
Respect 
 
More positive feedback is needed.  There is too little recognition for a job well done, 
while there is often immediate attention given to an error (i.e. poor work balance). 
 
Hire a person to do the job, train them appropriately, and then let them perform in that 
job.  If ODOT did this they would have an employee with dignity and pride who would 
perform at a high level. 
 
I have no idea how ODOT should retain employees rather than to treat its people with 
more respect, quit playing games when negotiating contracts, and honor your employees 
by actually valuing them rather than using them as things to get to where to they want to 
go (promotion-wise). 
 
 
Rewards 
 
1. Seek and reward people who "know how to do the job" instead of possessing 
"certifications."  Example: the PE requirement for project managers and assistant PEs 
precludes a number of qualified and strong employees from career advancement.  Don’t 
assume everyone's value in predicated upon hiring an engineer!  Procedures and process 
time to over value product. Protocol and agency culture dictate success in the eyes of 
management.  
 
Better recognition of high performers.  ODOT should issue Merit Increases.  Recognition 
of value added should result in more money for well-performing employees.  
 
There is no incentive here, and as a result no one wants to change to improve services.  If 
you start to care, you could really have health problems in this agency.  If you stay status 
quo, if you don’t complain, if you don’t offer input or suggestions, you can get by ok. 
 
 
Training 
 
Maintain adequate training, perhaps even out-of-state if warranted.  Allow crew-training 
and working in region (for central portions).  
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Training should be offered involving all disciplines of the organization, with resources on 
where and who to get information from being featured in the training.  Knowledgeable 
managers should know their field and should be capable of doing the job they are 
managing at any time.  They are unable to manage properly if they don't know the work 
or lack the necessary skills to begin with.   
 
More training and learning about other departments and how they work together.  Allow 
more job rotations.  There may be another job within the department that an employee 
would be better at, and this could be discovered with more job rotations being done. 
 
Need more closely monitored training and after-training evaluations.  Workers are not 
given adequate time to get up to speed on OS2 processing jobs, and often get frustrated as 
a result.  Training follow up is not adequate to assess an employee's overall knowledge 
and effectiveness.  
 
 
Weed out bad employees 
 
All of, or almost all of my answers were skewed by one individual who I have to work 
with.  If this individual was out of the picture I would be able to give much better marks, 
but I have to be honest, I am looking for another job just in case I am forced to work with 
this person again.  
 
Deal with personnel problems i.e. if there is a problem with one employee and all other 
employees have the same problem with that one employee, deal with that individual. 
 
Management needs to fire bad employees. Don't just move them around.  
Upper management (in Salem) needs to give managers and supervisors in the field the 
help they need, to deal with poor performing employees. 
 
 
Weed out bad management 
 
Recognize bad/poor managers and deal with them. Area manager driving away good 
employees! 
 
Get rid of district good-ole-boy management. People that have quit are because of 
manager manipulation/pitting employees against each other. My supervisor has 
personally impeded my promotion at work. He said I will never advance as long as he is 
here, and I believe him, out of 42 interviews with ODOT and many of those great - after 
calling supervisor, I've never advanced. 
 
 
There are too many managers in ODOT that micro-manage and are not interested in 
helping subordinates advance and be successful. They are only interested in managing 
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their own career.  I feel the needs of the organization and the Oregon taxpayers are 
secondary to them.  If you support the local leadership's ideas, you are favored.  If you 
don't, your chances to have a productive/interactive discussion is non-existent. 
 
 
Better hiring practices 
 
Hire employees with the job experience, education, licensing required for the position. 
Pay should match that of the qualifications. Work experience and friends with a manager 
should not mean promotion.  
 
Ensure fairness in hiring - stop biased interview questions that only internal candidates 
know the answers to. 
 
It is critical that we be able to hire above step 4 in order to compete with the private 
sector.  The ability to reward financially for over achievers in the system.  The ability to 
invest retirement funds better than we do currently.  Three strikes and out for failing 
employees so that good employees do not get tired of supporting failing employees 
 
 
Flexibilty 
 
Be sincere about a family-friendly workplace.  Flexibility is hampered by a bureaucratic 
HR system that stifles innovation.  DAS inflexibility makes classification promotion and 
pay issues difficult. Good people become disgusted with inflexibility.  REMOVE HR 
DECISIONS FROM DAS IF YOU ARE SINCERE ABOUT KEEPING GOOD 
PEOPLE. 
 
Flexible work schedules, telecommuting, working in main office or subsidizing for 
commuting.  Allow employees to have input on performance appraisals of managers. 
 
Keep flexible with people in the agency.  As some of us approach retirement age, 
working part-time is an important option that should be made available. 
 
Actively promote alternatives to leaving, such as job share, flexible schedules, part-time 
employment. 
 
 
Favoritism 
 
Favoritism by executive management in personnel decisions is most concerning, 
particularly in headquarters.  If you are part of the in-crowd out of the director’s office, 
then there is preferential treatment. It does not set a good example for the organization 
and substantially hurts morale and productivity.  Why go the extra distance for the 
organization, when your contributions are not valued?  It also appears that diversity in 
this organization is not truly valued because our corporate philosophy only reorganizes a 
certain style that the director and deputies practice. 
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ODOT needs to get away from rewarding & favoring good old boys/girls, get away from 
politics/favoring supporters & move towards rewarding performance. ODOT needs to 
deal much faster with managers who mistreat employees or who are unethical.  ODOT's 
higher level managers need to follow the agency's values of positive, productive work 
environment; people leave because of the treatment they receive from the managers. 
Improve equitable standards, i.e. favoring one employee over another, is and continues to 
happen, promotional opportunities are almost nonexistent, or the selected one is known 
by those competing even before the interviews are given. Selection for management 
positions are not always to the best or most qualified candidates but to whom the 
manager feels they can best control or relate to! 
 
 
Work from home 
 
Flexibility in work place with computer technology (email, cell phone, computer UPN). 
Most desk jobs can be performed anywhere (at home other office, etc).  
 
Be more willing to allow flex schedules and tele-commuting for all employees (whose 
job would allow for this type of work), not just "the special few" and "management," 
which is what is happening now. 
 
 
Six Dominant Themes 
 
The “top six” among these themes were the following (all receiving a minimum of 100 
mentions): 

1. Increase salary (general) 
2. Increase benefits 
3. Enhance training opportunities 
4. Increase rewards and recognition 
5. Enhance opportunities for advancement 
6. Enhance employee input 

 
 
Regional and Sub-Regional Frequencies 
 
The coded comments were incorporated into the survey dataset so that it could be 
determined how different types of ODOT employees responded to the invitation to offer 
suggestions on how the agency should address employee retention issues.  As an 
illustration of the types of comparisons possible, the following tables have been selected 
for inclusion in this report: 
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• All Respondents (n=3,289) 
 

• Position Level -- Supervisor and Non-supervisor Comparison 
 

• Differences Across Gender 
 

• Tenure with ODOT (< 5 years; 5-15 years; >15 years) 
 

• Age (<25; 26-35; 36-45; 46-55; >56) 
 

• Region 1 
 

• Region 2 
 

• Region 5 
 

• Highway Division 
 

• Central Services 
 

• Motor Carrier 
 

• Driver and Motor Vehicle Services 
 

• Sub-regional and Division Breakdowns 
 

o Region 1, District 2A 
o Region 1, District 2B 
o Region 1, District 2C 
o Region 2, District 1 
o Region 2, District 3 
o Region 2, District 4 
o Region 2, District 5 
o Region 5, District 12 
o Region 5, District 13 
o Region 5, District 14 
o Highway Division, Technical Services 
o Central Services, Finance 
o Central Services, Information Systems 
o Central Services, Support Services 
o Transportation Development 
o Driver and Motor Vehicle Services, Field Services 
o Driver and Motor Vehicle Services, Customer Services 
o Driver and Motor Vehicle Services, Processing Services 
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ALL RESPONDENTS 
N = 3,289 

 
 Count Percentage 

Increase Salary (general) 1,106 33.63% 

Increase starting salary 28 .85% 

More frequent raises 17 .52% 

Increase maximum salary 7 .21% 

Increase salary for management 5 .15% 

Increase Benefits 322 9.79% 
Advancement Opportunities 171 5.20% 
Need for Better Management 88 2.68% 
Need for Better Treatment of Employees 12 .36% 
Need for Better Communication 69 2.10% 
Need for Decreased Workload 45 1.37% 
Need for Decreased Management 27 .82% 
Need for Decreased Bureaucracy 16 .49% 
Need for Increased Employee Input 127 3.86% 
Need for more employees 27 .82% 
No outsourcing 69 2.10% 
Increase respect 26 .79% 
Increase rewards 221 6.72% 
More training 240 7.30% 
Weed out bad management 24 .73% 
Weed out bad employees 64 1.95% 
Better hiring practices 29 .88% 
Increased flexibility 20 .61% 
Work from home 17 .52% 
No favoritism 35 1.06% 
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POSITION LEVEL 
Bold = statistically significant difference (p. < .05) 

 
 SUPERVISOR 

N= 533 
 

NON-SUPERVISOR 
N = 2,570 

 
 Count Percentage Count Percentage 

Increase Salary (general) 240 45.0% 841 32.7% 

Increase starting salary 12 2.4% 16 .6% 

More frequent raises 5 .9% 12 .5% 

Increase maximum salary 1 .2% 6 .2% 

Increase salary for mgmt 4 .8% 1 .01% 

Increase benefits 48 9.0% 262 10.2% 
Advancement opportunities 32 6.0% 136 5.3% 
Better management 8 1.5% 77 3.0% 
Better treatment of employees 1 .2% 11 .4% 
Better communication 7 1.3% 59 2.3% 
Decreased workload 14 2.6% 30 1.2% 
Decreased management 4 .8% 21 .8% 
Decreased bureaucracy 5 .9% 11 .4% 
Increased employee input 35 6.6% 86 3.3% 
More employees 11 2.1% 14 .5% 
No outsourcing 17 3.2% 51 2.0% 
Increase respect 1 .2% 25 1.0% 
Increase rewards 57 10.7% 159 6.2% 
More training 52 9.8% 181 7.0% 
Weed out bad management 2 .4% 22 .9% 
Weed out bad employees 9 1.7% 52 2.0% 
Better hiring practices 6 1.1% 22 .9% 
Increased flexibility 1 .2% 19 .7% 
Work from home 4 .8% 11 .4% 
No favoritism 5 .9% 29 1.1% 
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DIFFERENCES ACROSS GENDER 

Bold = statistically significant difference (p < .05) 
 
 

 FEMALE 
N=  1,221 

 

MALE 
N = 1,848 

 
 Count Percentage Count Percentage 

Increase Salary (general) 351 28.7% 720 39.0% 

Increase starting salary 5 .4% 23 1.2 

More frequent raises 2 .2% 15 .8% 

Increase maximum salary 4 .3% 3 .2% 

Increase salary for mgmt 1 .1% 4 .2% 

Increase benefits 95 7.8% 212 11.5% 
Advancement opportunities 84 6.9% 81 4.4% 
Better management 45 3.7% 40 2.2% 
Better treatment of employees 7 .6% 5 .3% 
Better communication 33 2.7% 30 1.6% 
Decreased workload 22 1.8% 22 1.2% 
Decreased management 13 1.1% 11 .6% 
Decreased bureaucracy 1 .1% 15 .8% 
Increased employee input 51 4.2% 70 3.8% 
More employees 8 .7% 16 .9% 
No outsourcing 13 1.1% 54 2.9% 
Increase respect 15 1.2% 10 .5% 
Increase rewards 99 8.1% 119 6.4% 
More training 134 11.0% 98 5.3% 
Weed out bad management 9 .7% 14 .8% 
Weed out bad employees 34 2.8% 27 1.5% 
Better hiring practices 12 1.0% 16 .9% 
Increased flexibility 15 1.2% 5 .3% 
Work from home 12 1.0% 4 .2% 
No favoritism 19 1.6% 15 .8% 
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REGION 1 
N = 451 

 
 Count Percentage 

Increase Salary (general) 236 21.74% 

Increase starting salary 4 .9% 

More frequent raises 6 1.3% 

Increase maximum salary 2 .44% 

Increase salary for management 1 .22% 

Increase Benefits 53 11.73% 
Advancement Opportunities 23 5.09% 
Need for Better Management 20 4.42% 
Need for Better Treatment of Employees 1 .22% 
Need for Better Communication 11 2.43% 
Need for Decreased Workload 3 .66% 
Need for Decreased Management 6 1.33% 
Need for Decreased Bureaucracy 1 .22% 
Need for Increased Employee Input 17 3.76% 
Need for more employees 6 1.33% 
No outsourcing 16 3.54% 
Increase respect 5 1.11% 
Increase rewards 35 7.74% 
More training 38 8.41% 
Weed out bad management 3 .66% 
Weed out bad employees 7 1.55% 
Better hiring practices 0 0 

Increased flexibility 5 1.11% 
Work from home 3 .66% 
No favoritism 7 1.55% 
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REGION 2 
N = 470 

 
 Count Percentage 

Increase Salary (general) 175 37% 

Increase starting salary 3 .63% 

More frequent raises 2 .43% 

Increase maximum salary 0 0 

Increase salary for management 1 .21% 

Increase Benefits 58 12.26% 
Advancement Opportunities 15 3.17% 
Need for Better Management 5 1.06% 
Need for Better Treatment of Employees 0 0 

Need for Better Communication 8 1.69% 
Need for Decreased Workload 8 1.69% 
Need for Decreased Management 5 1.06% 
Need for Decreased Bureaucracy 3 .63% 
Need for Increased Employee Input 20 4.23% 
Need for more employees 7 1.48% 
No outsourcing 11 2.33% 
Increase respect 3 .63% 
Increase rewards 20 4.23% 
More training 17 3.59% 
Weed out bad management 9 1.90% 
Weed out bad employees 4 .85% 
Better hiring practices 3 .63% 
Increased flexibility 3 .63% 
Work from home 4 .85% 
No favoritism 6 1.27% 
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REGION 5 
N = 291 

 
 Count Percentage 

Increase Salary (general) 116 39.73% 

Increase starting salary 8 2.74% 

More frequent raises 5 1.71% 

Increase maximum salary 0 0 

Increase salary for management 1 .34% 

Increase Benefits 43 14.73% 
Advancement Opportunities 15 5.14% 
Need for Better Management 5 1.71% 
Need for Better Treatment of Employees 5 1.71% 
Need for Better Communication 2 .68% 
Need for Decreased Workload 1 .34% 
Need for Decreased Management 1 .34% 
Need for Decreased Bureaucracy 1 .34% 
Need for Increased Employee Input 5 1.71% 
Need for more employees 1 .34% 
No outsourcing 8 2.74% 
Increase respect 1 .34% 
Increase rewards 18 6.16% 
More training 18 6.16% 
Weed out bad management 0 0 

Weed out bad employees 6 2.05% 
Better hiring practices 4 1.37% 
Increased flexibility 0 0 

Work from home 0 0 

No favoritism 2 .68% 
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HIGHWAY DIVISION 

N = 301 
 

 Count Percentage 

Increase Salary (general) 139 45.87 

Increase starting salary 4 1.32% 

More frequent raises 0 0 

Increase maximum salary 2 .66% 

Increase salary for management 1 .33% 

Increase Benefits 46 15.23% 
Advancement Opportunities 16 5.30% 
Need for Better Management 10 3.31% 
Need for Better Treatment of Employees 3 .99% 
Need for Better Communication 9 2.97% 
Need for Decreased Workload 8 2.64% 
Need for Decreased Management 0 0 

Need for Decreased Bureaucracy 1 .33% 
Need for Increased Employee Input 13 4.29% 
Need for more employees 4 1.32% 
No outsourcing 25 8.25% 
Increase respect 3 .99% 
Increase rewards 22 7.26% 
More training 12 3.96% 
Weed out bad management 4 1.32% 
Weed out bad employees 8 2.64% 
Better hiring practices 6 1.98% 
Increased flexibility 0 0 

Work from home 1 .33% 
No favoritism 2 .66% 
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CENTRAL SERVICES 

N = 322 
 

 Count Percentage 

Increase Salary (general) 70 21.74% 

Increase starting salary 0 0 

More frequent raises 0 0 

Increase maximum salary 0 0 

Increase salary for management 0 0 

Increase Benefits 20 6.21% 

Advancement Opportunities 20 6.21% 

Need for Better Management 11 3.42% 

Need for Better Treatment of Employees 0 0 

Need for Better Communication 13 4.04% 

Need for Decreased Workload 6 1.86% 

Need for Decreased Management 4 1.24% 

Need for Decreased Bureaucracy 0 0 

Need for Increased Employee Input 18 5.59% 

Need for more employees 2 .62% 

No outsourcing 0 0 

Increase respect 2 .62% 

Increase rewards 22 6.83% 

More training 24 7.45% 

Weed out bad management 3 .93% 

Weed out bad employees 12 3.73% 

Better hiring practices 2 .62% 

Increased flexibility 5 1.55% 

Work from home 2 .62% 

No favoritism 6 1.86% 
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MOTOR CARRIER 
N = 251 

 
 Count Percentage 

Increase Salary (general) 59 23.32% 

Increase starting salary 6 2.39% 

More frequent raises 1 .40% 

Increase maximum salary 0 0 

Increase salary for management 0 0 

Increase Benefits 21 8.30% 
Advancement Opportunities 20 7.91% 
Need for Better Management 8 3.16% 
Need for Better Treatment of Employees 2 .79% 
Need for Better Communication 7 2.77% 
Need for Decreased Workload 1 .40% 
Need for Decreased Management 1 .40% 
Need for Decreased Bureaucracy 1 .40% 
Need for Increased Employee Input 8 3.16% 
Need for more employees 1 .40% 
No outsourcing 0 0 

Increase respect 3 1.19% 
Increase rewards 22 8.70% 
More training 31 12.25% 
Weed out bad management 0 0 

Weed out bad employees 5 1.98% 
Better hiring practices 4 1.58% 
Increased flexibility 1 .40% 
Work from home 2 .79% 
No favoritism 4 1.58% 
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DRIVER AND MOTOR VEHICLE SERVICES 
N = 545 

 
 Count Percentage 

Increase Salary (general) 141 25.78% 

Increase starting salary 2 .37% 

More frequent raises 0 0 

Increase maximum salary 1 .18% 

Increase salary for management 0 0 

Increase Benefits 33 6.03% 
Advancement Opportunities 37 6.76% 
Need for Better Management 14 2.56% 
Need for Better Treatment of Employees 2 .37% 
Need for Better Communication 13 2.38% 
Need for Decreased Workload 9 1.65% 
Need for Decreased Management 3 .55% 
Need for Decreased Bureaucracy 3 .55% 
Need for Increased Employee Input 27 4.94% 
Need for more employees 4 .73% 
No outsourcing 1 .18% 
Increase respect 7 1.28% 
Increase rewards 37 6.76% 
More training 53 9.69% 
Weed out bad management 1 .18% 
Weed out bad employees 14 2.56% 
Better hiring practices 6 1.10% 
Increased flexibility 2 .37% 
Work from home 1 .18% 
No favoritism 4 .73% 

 
 
 

35



SUBREGIONAL AND DIVISION FREQUENCIES 
 

REGION 1 
DISTRICT 2A 

N = 76 
 

 Count Percentage 

Increase Salary (general) 46 21.74% 

Increase starting salary 2 2.6% 

More frequent raises 0 0 

Increase maximum salary 0 0 

Increase salary for management 0 0 

Increase Benefits 11 14.5% 
Advancement Opportunities 4 5.3% 
Better Management 2 2.6% 
Better Treatment of Employees 0 0 

Better Communication 1 1.3% 
Decreased Workload 0 0 

Decreased Management 0 0 

Decreased Bureaucracy 0 0 

Increased Employee Input 1 1.3% 
more employees 1 1.3% 
No outsourcing 0 0 

Increase respect 1 1.3% 
Increase rewards 4 5.3% 
More training 2 2.6% 
Weed out bad management 0 0 

Weed out bad employees 3 3.9% 
Better hiring practices 1 1.3% 

Increased flexibility 1 1.3% 

Work from home 0 0 

No favoritism 0 0 
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REGION 1 

DISTRICT 2B 
N = 82 

 
 Count Percentage 

Increase Salary (general) 51 62.20% 

Increase starting salary 2 2.4% 

More frequent raises 4 4.9% 

Increase maximum salary 0 0 

Increase salary for management 0 0 

Increase Benefits 12 14.6% 
Advancement Opportunities 1 1.2% 
Better Management 2 2.4% 
Better Treatment of Employees 0 0 

Better Communication 3 3.7% 
Decreased Workload 0 0 

Decreased Management 1 1.2% 
Decreased Bureaucracy 0 0 

Increased Employee Input 1 1.2% 
more employees 0 0 

No outsourcing 2 2.4% 
Increase respect 0 0 

Increase rewards 5 6.1% 
More training 5 6.1% 
Weed out bad management 1 1.2% 
Weed out bad employees 2 2.4% 
Better hiring practices 0 0 

Increased flexibility 2 2.4% 
Work from home 0 0 

No favoritism 1 1.2% 
 

37



 
REGION 1 

DISTRICT 2C 
N = 103 

 
 Count Percentage 

Increase Salary (general) 37 35.9% 

Increase starting salary 0 0 

More frequent raises 2 1.9% 

Increase maximum salary 0 0 

Increase salary for management 0 0 

Increase Benefits 11 10.7% 
Advancement Opportunities 3 2.9% 
Better Management 5 4.9% 
Better Treatment of Employees 0 0 

Better Communication 0 0 

Decreased Workload 1 1.0% 
Decreased Management 0 0 

Decreased Bureaucracy 0 0 

Increased Employee Input 1 1.0% 
more employees 0 0 

No outsourcing 0 0 

Increase respect 0 0 

Increase rewards 4 3.9% 
More training 3 2.9% 
Weed out bad management 0 0 

Weed out bad employees 2 1.9% 
Better hiring practices 1 1.0% 
Increased flexibility 0 0 

Work from home 0 0 

No favoritism 1 1.0% 
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REGION 2 
DISTRICT 1 

N = 66 
 

 Count Percentage 

Increase Salary (general) 30 45.5% 

Increase starting salary 1 1.5% 

More frequent raises 0 0 

Increase maximum salary 0 0 

Increase salary for management 0 0 

Increase Benefits 14 21.2% 
Advancement Opportunities 1 1.5% 
Better Management 1 1.5% 
Better Treatment of Employees 0 0 

Better Communication 2 3.0% 
Decreased Workload 2 3.0% 
Decreased Management 0 0 

Decreased Bureaucracy 2 3.0% 
Increased Employee Input 2 3.0% 
more employees 0 0 

No outsourcing 3 4.5% 
Increase respect 0 0 

Increase rewards 6 9.1% 
More training 1 1.5% 
Weed out bad management 0 0 

Weed out bad employees 0 0 

Better hiring practices 0 0 

Increased flexibility 0 0 

Work from home 0 0 

No favoritism 0 0 
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REGION 2 
DISTRICT 3 

N = 118 
 

 Count Percentage 

Increase Salary (general) 47 39.2% 

Increase starting salary 2 1.7% 

More frequent raises 0 0 

Increase maximum salary 0 0 

Increase salary for management 1 .8% 

Increase Benefits 20 16.7% 
Advancement Opportunities 2 1.7% 
Better Management 0 0 

Better Treatment of Employees 0 0 

Better Communication 2 1.7% 
Decreased Workload 1 .8% 
Decreased Management 1 .8% 
Decreased Bureaucracy 0 0 

Increased Employee Input 3 2.5% 
more employees 2 1.7% 
No outsourcing 2 1.7% 
Increase respect 2 1.7% 
Increase rewards 6 5.0% 
More training 2 1.7% 
Weed out bad management 0 0 

Weed out bad employees 1 .8% 
Better hiring practices 0 0 

Increased flexibility 1 .8% 
Work from home 1 .8% 
No favoritism 2 1.7% 
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REGION 2 
DISTRICT 4 

N = 97 
 

 Count Percentage 

Increase Salary (general) 30 30.9% 

Increase starting salary 0 0 

More frequent raises 1 1% 

Increase maximum salary 0 0 

Increase salary for management 0 0 

Increase Benefits 4 4.1% 
Advancement Opportunities 1 1.0% 
Better Management 1 1.0% 
Better Treatment of Employees 0 0 
Better Communication 2 2.1% 
Decreased Workload 1 1.0% 
Decreased Management 0 0 
Decreased Bureaucracy 0 0 
Increased Employee Input 6 6.2% 
more employees 0 0 
No outsourcing 2 2.1% 
Increase respect 1 1.0% 
Increase rewards 4 4.1% 
More training 3 3.1% 
Weed out bad management 7 7.2% 
Weed out bad employees 1 1.0% 
Better hiring practices 0 0 
Increased flexibility 1 1.0% 
Work from home 0 0 
No favoritism 1 1.0% 

 
 
 

41



 
 

REGION 2 
DISTRICT 5 

N = 87 
 

 Count Percentage 

Increase Salary (general) 32 36.8% 

Increase starting salary 1 1.1% 

More frequent raises 1 1.1% 

Increase maximum salary 0 0 

Increase salary for management 0 0 

Increase Benefits 9 10.3% 
Advancement Opportunities 3 3.4% 
Better Management 0 0 

Better Treatment of Employees 0 0 

Better Communication 0 0 
Decreased Workload 3 3.4% 
Decreased Management 2 2.3% 
Decreased Bureaucracy 1 1.1% 
Increased Employee Input 4 4.6% 
more employees 1 1.1% 
No outsourcing 1 1.1% 
Increase respect 1 1.1% 
Increase rewards 4 4.6% 
More training 2 2.3% 
Weed out bad management 1 1.1% 
Weed out bad employees 2 2.3% 
Better hiring practices 0 0 

Increased flexibility 0 0 

Work from home 0 0 
No favoritism 1 1.1% 
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REGION 5 

DISTRICT 12 
N = 74 

 
 Count Percentage 

Increase Salary (general) 23 31.1% 

Increase starting salary 2 2.7% 

More frequent raises 2 2.7% 

Increase maximum salary 0 0 

Increase salary for management 1 1.4% 

Increase Benefits 7 9.5% 
Advancement Opportunities 2 2.7% 
Better Management 1 1.4% 
Better Treatment of Employees 0 0 

Better Communication 0 0 

Decreased Workload 0 0 

Decreased Management 0 0 

Decreased Bureaucracy 1 1.4% 
Increased Employee Input 1 1.4% 
more employees 0 0 

No outsourcing 0 0 

Increase respect 0 0 

Increase rewards 6 8.1% 
More training 3 4.1% 
Weed out bad management 0 0 

Weed out bad employees 2 2.7% 
Better hiring practices 1 1.4% 
Increased flexibility 0 0 

Work from home 0 0 

No favoritism 0 0 
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REGION 5 
DISTRICT 13 

N = 68 
 

 Count Percentage 

Increase Salary (general) 35 51.5% 

Increase starting salary 0 0 

More frequent raises 1 1.5% 

Increase maximum salary 0 0 

Increase salary for management 0 0 

Increase Benefits 11 16.2% 
Advancement Opportunities 7 10.3% 
Better Management 1 1.5% 
Better Treatment of Employees 1 1.5% 
Better Communication 0 0 

Decreased Workload 1 1.5% 
Decreased Management 0 0 

Decreased Bureaucracy 0 0 

Increased Employee Input 1 1.5% 
more employees 0 0 

No outsourcing 0 0 

Increase respect 1 1.5% 
Increase rewards 4 5.9% 
More training 5 7.4% 
Weed out bad management 0 0 

Weed out bad employees 0 0 

Better hiring practices 0 0 

Increased flexibility 0 0 

Work from home 0 0 

No favoritism 1 1.5% 
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REGION 5 
DISTRICT 14 

N = 85 
 

 Count Percentage 

Increase Salary (general) 30 35.3% 

Increase starting salary 5 6.0% 

More frequent raises 1 1.2% 

Increase maximum salary 0 0 

Increase salary for management 0 0 

Increase Benefits 6 7.1% 
Advancement Opportunities 1 1.2% 
Better Management 1 1.2% 
Better Treatment of Employees 0 0 

Better Communication 0 0 

Decreased Workload 0 0 

Decreased Management 2 2.4% 
Decreased Bureaucracy 1 1.2% 
Increased Employee Input 3 3.5% 
more employees 0 0 

No outsourcing 0 0 

Increase respect 0 0 

Increase rewards 2 2.4% 
More training 6 7.1% 
Weed out bad management 0 0 

Weed out bad employees 1 1.2% 
Better hiring practices 0 0 

Increased flexibility 0 0 

Work from home 0 0 

No favoritism 1 1.2% 
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HIGHWAY DIVISION 
TECHNICAL SERVICES 

N = 261 
 

 Count Percentage 

Increase Salary (general) 121 46.4% 

Increase starting salary 2 .8% 

More frequent raises 0 0 

Increase maximum salary 1 .4% 

Increase salary for management 1 .4% 

Increase Benefits 47 18.1% 
Advancement Opportunities 15 5.8% 
Better Management 11 4.2% 
Better Treatment of Employees 2 .8% 
Better Communication 9 3.4% 
Decreased Workload 8 3.1% 
Decreased Management 2 .8% 
Decreased Bureaucracy 1 .4% 
Increased Employee Input 9 3.4% 
more employees 4 1.5% 
No outsourcing 29 11.1% 
Increase respect 2 .8% 
Increase rewards 22 8.4% 
More training 14 5.4% 
Weed out bad management 5 1.9% 
Weed out bad employees 5 1.9% 
Better hiring practices 4 1.5% 
Increased flexibility 0 0 
Work from home 0 0 
No favoritism 1 .4% 
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CENTRAL SERVICES 

FINANACE 
N = 72 

 
 Count Percentage 

Increase Salary (general) 13 18.1% 

Increase starting salary 0 0 
More frequent raises 0 0 
Increase maximum salary 0 0 
Increase salary for management 0 0 
Increase Benefits 4 5.6% 
Advancement Opportunities 5 6.9% 
Better Management 4 5.6% 
Better Treatment of Employees 0 0 
Better Communication 2 2.8% 
Decreased Workload 0 0 
Decreased Management 0 0 
Decreased Bureaucracy 0 0 
Increased Employee Input 2 2.8% 
more employees 0 0 
No outsourcing 0 0 
Increase respect 0 0 
Increase rewards 3 4.2% 
More training 5 6.9% 
Weed out bad management 0 0 
Weed out bad employees 2 2.8% 
Better hiring practices 0 0 
Increased flexibility 1 1.4% 
Work from home 1 1.4% 
No favoritism 1 1.4% 

 
 

47



 
CENTRAL SERVICES 

INFORMATION SYSTEMS 
N = 195 

 
 Count Percentage 

Increase Salary (general) 40 20.5% 

Increase starting salary 0 0 

More frequent raises 0 0 

Increase maximum salary 0 0 

Increase salary for management 0 0 

Increase Benefits 11 5.6% 
Advancement Opportunities 9 4.6% 
Better Management 2 1.0% 
Better Treatment of Employees   
Better Communication 7 3.6% 
Decreased Workload 6 3.1% 
Decreased Management 3 1.5% 
Decreased Bureaucracy 1 .5% 
Increased Employee Input 15 7.7% 
more employees 1 .5% 
No outsourcing 1 .5% 
Increase respect 1 .5% 
Increase rewards 14 7.2% 
More training 12 6.2% 
Weed out bad management 1 .5% 
Weed out bad employees 3 1.5% 
Better hiring practices   
Increased flexibility 1 .5% 
Work from home 1 .5% 
No favoritism 1 .5% 

 
 

 
 

48



 
CENTRAL SERVICES 
SUPPORT SERVICES 

N = 182 
 

 Count Percentage 

Increase Salary (general) 59 32.4% 

Increase starting salary 2 1.1% 

More frequent raises 1 .5% 

Increase maximum salary 0 0 

Increase salary for management 0 0 

Increase Benefits 16 8.8% 
Advancement Opportunities 9 4.9% 
Better Management 7 3.8% 
Better Treatment of Employees 0 0 
Better Communication 6 3.3% 
Decreased Workload 2 1.1% 
Decreased Management 2 1.1% 
Decreased Bureaucracy 0 0 
Increased Employee Input 5 2.7% 
more employees 1 .5% 
No outsourcing 0 0 
Increase respect 2 1.1% 
Increase rewards 14 7.7% 
More training 10 5.5% 
Weed out bad management 1 .5% 
Weed out bad employees 3 1.6% 
Better hiring practices 1 .5% 
Increased flexibility 3 1.6% 
Work from home 0 0 
No favoritism 7 3.8% 
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TRANSPORTATION DEVELOPMENT 
N = 101 

 
 Count Percentage 

Increase Salary (general) 39 38.6% 

Increase starting salary 0 0 
More frequent raises 0 0 
Increase maximum salary 1 1.0% 

Increase salary for management 0 0 
Increase Benefits 10 9.9% 
Advancement Opportunities 9 8.9% 
Better Management 3 3.0% 
Better Treatment of Employees 0 0 
Better Communication 1 1.0% 
Decreased Workload 4 4.0% 
Decreased Management 2 2.0% 
Decreased Bureaucracy 1 1.0% 
Increased Employee Input 3 3.0% 
more employees 0 0 
No outsourcing 2 2.0% 
Increase respect 2 2.0% 
Increase rewards 8 7.9% 
More training 8 7.9% 
Weed out bad management 0 0 
Weed out bad employees 1 1.0% 
Better hiring practices 1 1.0% 
Increased flexibility 0 0 
Work from home 1 1.0% 
No favoritism 0 0 
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DRIVER AND MOTOR VEHICLE SERVICES 

FIELD SERVICES 
N = 247 

 
 Count Percentage 

Increase Salary (general) 75 30.2% 

Increase starting salary 0 0 

More frequent raises 0 0 

Increase maximum salary 0 0 

Increase salary for management 0 0 

Increase Benefits 21 8.5% 
Advancement Opportunities 16 6.5% 
Better Management 8 3.2% 
Better Treatment of Employees 1 .4% 
Better Communication 7 2.8% 
Decreased Workload 6 2.4% 
Decreased Management 1 .4% 
Decreased Bureaucracy 2 .8% 
Increased Employee Input 19 7.7% 
more employees 2 .8% 
No outsourcing 1 .4% 
Increase respect 2 .8% 
Increase rewards 24 9.7% 
More training 26 10.5% 
Weed out bad management 1 .4% 
Weed out bad employees 7 2.8% 
Better hiring practices 3 1.2% 
Increased flexibility 1 .4% 
Work from home 1 .4% 
No favoritism 3 1.2% 
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DRIVER AND MOTOR VEHICLE SERVICES 
CUSTOMER SERVICES 

N = 89 
 

 Count Percentage 

Increase Salary (general) 22 24.7% 

Increase starting salary 0 0 

More frequent raises 0 0 

Increase maximum salary 0 0 

Increase salary for management 0 0 

Increase Benefits 8 9.0% 
Advancement Opportunities 8 9.0% 
Better Management 1 1.1% 
Better Treatment of Employees 0 0 

Better Communication 3 3.4% 
Decreased Workload 0 0 

Decreased Management 0 0 

Decreased Bureaucracy 0 0 

Increased Employee Input 2 2.2% 
more employees 0 0 

No outsourcing 0 0 

Increase respect 2 2.2% 
Increase rewards 3 3.4% 
More training 12 13.5% 
Weed out bad management 0 0 

Weed out bad employees 1 1.1% 
Better hiring practices 3 3.4% 
Increased flexibility 0 0 

Work from home 0 0 

No favoritism 0 0 
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DRIVER AND MOTOR VEHICLE SERVICES 
PROCESSING SERVICES 

N = 176 
 

 Count Percentage 

Increase Salary (general) 36 20.3% 

Increase starting salary 2 1.1% 

More frequent raises 0 0 

Increase maximum salary 1 .6% 

Increase salary for management 0 0 

Increase benefits 5 2.8% 
Advancement opportunities 4 2.3% 
Better management 4 2.3% 
Better treatment of employees 0 0 
Better communication 2 1.1% 
Decreased workload 3 1.7% 
Decreased management 1 .6% 
Decreased bureaucracy 1 .6% 
Increased employee input 6 3.4% 
More employees 3 1.7% 
No outsourcing 0 0 
Increase respect 0 0 
Increase rewards 9 5.1% 
More training 9 5.1% 
Weed out bad management 1 .6% 
Weed out bad employees 2 1.1% 
Better hiring practices 0 0 
Increased flexibility 0 0 
Work from home 0 0 
No favoritism 1 .6% 
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Appendix I
Employee Survey Comments: Ideas for Enhanced Retention

No. IDEAS
1 Promote from within rather than externally. Recognize individuals for achievements made. Cut out some 

of the red-tape and excess procedural stuff in order to get a decision both made AND acted upon. People 
leave this division primarily to get away from shift work and due to a lack of appreciation by supervisors 
for a sense of individuality. 

2 Some jobs are not current with pay with outside jobs. They need to be more competitive. When they 
freeze wages it makes it very hard on the employees. The gas prices go up and everything follows.

3 Hiring practices are longer than necessary. Pay could be slightly higher. Promotions or pay scales should 
come more than once a year. It should be allowed to be rewarded when manager/supervisor feels it's 
appropriate. 

4
5 Help new employees to understand the state hiring system better. How to write PD 100's, how to 

research jobs available, how to "plot" a career path.
6 Positions @ DMV are not classed appropriately. SSS2 positions @ DMV should be classed higher- Mid 

level managers @ DMV are classed lower than managers in similar circumstances @ ODOT or other 
state agencies.

7 Not enough jobs to "move up" so people leave the lower level jobs. Do not give the employees the skills 
to get another, higher job.

8 Where I work it is said that we promote from within but more often than not they hire outside. It drops the 
moral for people to work for a promotion to a certain job or area and then see someone hired who has to 
be trained form the floor up.

9 More cross training, so people would feel like they were able to promote or transfer among positions 
within the organization. 

10 We need to reconstruct our marketing to today's job market--aligning our scheduling to meet the needs of 
today's family structure. Expanding our employee base by modifying job qualifications would help in 
attracting and retaining employees.

11 It would be nice to give people more money.
12 Better class ratings-better pay.
13 24 hour service center is impossible to keep staffed, perhaps a larger after hours-shift differential would 

help?
14 More opportunity to cross train.
15 We have suggested for years to have a full PSR 2-3-4 step range for customer assistance for retention- 

we have been ignored and have lost many, many good employees.
16 Provide cost of living increase that would keep up with cost of living. Make more effort by supervisors to 

provide day to day positive feedback and not just excellence awards or driving force. 
17 Customers desire use of credit/debit cards, a new system where DEQ is not required, would know without 

DEQ exemption form, or HW WD CK without sending back renewals. 
18
19 Supervisors who can leave ego at home use win-win ideas in dealing with employees. 
20 *Create more incentives for employees to obtain Professional Engineering license.  *Increase either pay 

or benefits.  *Replace Human Resource management or retrain.  HR is detrimental to the organization.
21 Better selection process for promotional opportunities. Better pay.
22 In past years employees were promoted based on their technical skills (i.e. Bridge--when we had one). 

That made for a better feeling about the management. Currently it seems more about walking the party 
line rather than technical excellence. 

23 More respect needed. NO mind games to be played against other employees. Employees should get 
equal amount of coaching or training from co-workers or supervisors. 

24 Private offices. 
25 *Pay employees value equal to private sector. *Keep work within organization, quit outsourcing!
26 A lot of the pay scales are lower than their equivalent position in the public sector, particularly in the 

starting professional series. One of the more positive benefits for coming to ODOT was its retirement. But 
legislation has gutted a benefit that used to offset the lower pay comparison to the public sector. 

27 Better wages. Better retirement benefits. More significant reward systems.
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Appendix I
Employee Survey Comments: Ideas for Enhanced Retention

No. IDEAS
28 Pay more. Use incentives.
29 Better communication and working relationship between employees and supervisors. Supervisors need to 

address issues directly with staff when there is a problem instead of making a general comment about an 
issue.

30 When a management position opens, look from within. If someone feels as though they have no room for 
advancement they won't continue with this agency. 

31 Change the application process to allow qualified personnel to advance within, applications and 
interviews are way to extensive just to be passed over. 

32 Pay to match what you do.
33 Management needs to be open to new ideas and be willing to adapt to change. Provide more trainings to 

increase the strife. By not doing so, employees get bored.
34 When a new employee starts; after 6 months they are enrolled in PERS. Then after an additional 12 

months they get their 1st step pay increase. 18 months total is too long to wait!! People leave! Pay is too 
low to begin with (1st, 2nd step) not a livable wage and people must leave to survive.

35 Be sincere about a family-friendly workplace . Flexibility is hampered by a bureaucratic HR system that 
stifles innovation. DAS inflexibility makes classification promotion and pay issues difficult. Good people 
become disgusted with inflexibility. REMOVE HR DECISIONS FROM DAS IF YOU ARE SINCERE 
ABOUT KEEPING GOOD PEOPLE.

36 *Increase salaries to be in line with City of Portland, PDC, etc. *Don't keep people getting promoted from 
within from negotiating salaries--its asinine how they currently can only go up x steps but someone hired 
from outside can start anywhere on the scale--no incentive to move up. *HR is totally horrible--I am not a 
manager and am appalled how little support management gets from them on personal issues. Extremely 
unprofessional and unlike other state agencies I am familiar with. It prolongs problems rather than solving 
them. 

37 When promoting that ODOT is a family friendly environment, actions and policies should reflect that. 
There is no subsidized FMLA leave, a very rigid telecommuting policy and little flexibility in allowing for 
part time schedules. Supporting employees in a way that takes into account their personal lives would 
make a big difference in retention. Also, the pay scales and hiring steps need to be higher. 

38 Better pay. ODOT is a good place to work--despite the low pay versus city, county, and federal workers 
across the U.S.

39 More developmental/rotational/training experiences. Thoughtful, well-planned training and employee 
development. Trained and capable managers, supervisors and an increased emphasis on hiring those 
with skill and talent in managing employees as well as resources. 

40 The average monthly gross can be increased. Doing great on the job should be recognized. This can be 
recognized with bonuses or pay increase. Workers should be able to use creative ideas and skills on the 
job and be recognized. Rewarded for accomplishments. Pay increase!

41 More supervisor/manager attention to all employees. Give good/bad feedback more often. Excuse emp. 
who do not meet standards.

42 More equal training. No favoritism, a neutral manage/supervisor/tech. More class training.
43 I don't have any
44 Better wages for what is expected at certain positions and job descriptions
45 Better wage for entry level positions
46 Pay is a big issue being pd once a month is hard. And pay so low you can't survive on the pay
47 Maybe if it was run less like a catholic school with nuns regarding production stats - and more like other 

state agencies - Better Wages!
48 Have and use more incentives to keep employees. Too restrictive on what can/can't be done to keep 

people. Need to do a better job of hiring/recruiting the right type of person to fit the job duties - too much 
"settling" for just "anyone." Need more employee development opportunities to allow employees to grow. 
Need better reward programs - something valuable.

49 For DMV - field employees are required to know and retain too much information. Separate driver, vehicle 
and examiner training and knowledge. Create specialists that are very capable in a specific area.
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Appendix I
Employee Survey Comments: Ideas for Enhanced Retention

No. IDEAS
50 ODOT has no training for employees. All training is on-the-job and is extremely haphazard. Many areas 

are not covered at all. Just teaching new employees how to do their jobs would greatly enhance 
employee retention. The manuals used by ODOT are not always accurate and do not always give 
instructions for completing tasks. A procedure manual would also help employees a lot.

51 More incentives, such as better pay for shift work, more privileges of seniority, ability to telecommute.
52 Increase in salary. Improve in respectful treatment of employees, by providing work environment training. 

Management stepping up and take actions toward problem employees.
53 Trying to keep wages at/or close to city and county wages. It seems that city jobs offer more money 

followed by county and then federal and state last.
54 1. More flexibility in starting salary for new hires. 2. To the question - monetary incentive for employees 

(long-term) who have reached top salary.
55 With overall National & State unemployment down, we are not competitive on salary for starting jobs. 

While our benefits are very good, salary is low in the general marketplace in Oregon. Salary increases 
would help attract, and keep, good employees.

56 Higher pay; I know more people that have left state service for higher pay - and I know those that do not 
consider state service because of the pay.

57 Transition planning and employee retention all begin with effective initial hiring. Cutting corners by failing 
to check references or settling by picking your cleanest dirty shirt just to fill a vacancy may be initially 
expedient but is costly in long run. Too much hiring of family members or promotion of whoever is 
deemed next in line occurs.

58 Better pay for some of the more technical positions would aid in recruitment. Changes in the PERS 
system have been to the detriment of recruiting statewide.

59 Career progression is what the employee makes of it. Little thought is given to developing abilities - 
although some mentors are effective. The fixed salary scales and limited opportunities for raises outside 
the annual cycle do not reward the best performers. Greater ability to move between "stovepipes" 
including relocation packages would tend to retain well qualified folks. Sharing of technical knowledge 
across divisions/regions is also a limiting factor for ODOT and personal growth.

60 Higher pay
61
62 Better employee recognition awards
63 Salary - better medical
64 Making salary ranges more in line with federal program - which is the same as state in the rail 

enforcement area.
65 Make pay relative to pay in other private-federal and other state programs
66 Build career paths for financial positions. Insist on extensive (2-3 years) teams training before putting an 

employee in charge of financial operations for a business line or section.
67
68 A system that shows value of good employees and dismissal of poor ones. Maybe the union would 

protect the good people if they allowed the bad ones to be fired.
69 Higher pay for what you're worth. Pay accomplishment not years of work.
70 Allow people to do their jobs - way too much micromanaging. Management in MCTD and audit have no 

clue how to positively motivate employees - only threats and punishment are used. Morale is at an all-
time low in MCTD audit and our management refuses to recognize this. Double standards abound 
between employees and management in every facet of our jobs from performance standards to travel 
reimbursements to compensation. Auditor positions require a great deal of judgment, but we are being 
second guessed all of the time. Turnover in some offices is already high in cities where there are other 
opportunities. I love the work I do and working with Motor Carriers, but simply hate the politics, poor 
management and double standards in MCTD.

71 Bring the pay equal with other agencies performing similar work. Initiate a medical benefit for retirees.
72 Better wages. Recognize good work by employees. Stop the practice of hiring from the outside for most 

promotions. Promote from within.
73
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Appendix I
Employee Survey Comments: Ideas for Enhanced Retention

No. IDEAS
74 Improve pay without decreasing benefits
75 Better retirement - what we started with 20 years ago has changed. Give more recognition to those that 

work hard and seldom call in sick.
76 There are employees who bully customers & employees that seem to be able to act with unbecoming 

behavior without it ever being addressed. In other work places, it was nice to have Christmas parties and 
to have bonuses based on performance. It seems that some state agencies have a lot of employee perks 
and others do not. Pay also seems higher for prison office workers.

77
78 Increase base pay by 2 salary ranges. Better training and current policies & procedures, rules & 

regulations. More consistency in the training - everyone should be trained the same way, not at the whim 
of whomever you are assigned to train with. Quicker advancement through the 1st 4 steps of pay scale.

79 Stop pretending that they care about you!
80 1. Higher pay rate - more in line with similar entities. 2. Better retirement benefits. 3. Don't show 

favoritism to folks who are part of the clique. 4. Teach managers how to manage people. 5. Hold lead & 
management personnel accountable.

81 Be fair with senior employees regarding wage increase and distribution of wages. Keep current 
employees wages ahead of new hires. Reexamine DAS rules and procedures etc. for fairness ODOT 
often forgets their "most valuable asset."

82 Pay comparable to other local agencies
83 1. Pay equal to outside. 2. A retirement that won't leave you broke in 30 years.
84 ODOT has employees that have been here over 5 years and are not at top pay.
85 Better pay and benefits and decent management, ODOT could just possibly stop training people for other 

municipalities (people take their experience and move on at first available opportunity)
86 Better pay, no low bid on vehicles
87 Too new at DMV
88 provide better physical security at DMV field offices for the TSRs.
89 Better public education would make it easier to be an ODOT employee - you know what your employees 

need! This survey is not productive, it tells you what? What you already know. Enough!
90 Management has no loyalty to its employees. Field service employees take the brunt of all public 

confrontation and are not backed by management.
91
92 Better pay, period.
93 1. Higher pay for TSRs. 2. Training opportunities. 3. Contribution to DMV's goals - only managers and 

TSOLS (?) go to meetings.
94 DMV Drive Examiners put their lives at risk giving drive exams. Many of us have been in accidents and 

SAIF treats us very poorly. Pay scale should be increased, like Hazard Pay and should be covered by 
special insurance policy while giving drive tests. Policies are constantly changing about a variety of 
procedures. Part-time field service employees (people who want to work part-time, not the ones who want 
to get on full-time later) should not be required to work 40 hours a week for months at a time - to cover 
staffing issues like not filling open positions for budgetary issues. Open positions should be aggressively 
filled, not put in purgatory for 2 months before we can get them filled. Q57 suggestion put in by me in 
April of last year was approved and put into service in November/Dec with cost savings & yet I have not 
been given reward check. Office has been without coffeemaker that the fire inspector is requing (?) and 
region won't allow the state to purchase "commercial coffeemaker" - that wouldn't happen in private 
business. Rules are made at Region level that make it appear that they have no clue as to its impact at fie

95 Pay, training, rewards, communication
96 Do a payroll comparison of all steps in ODOT as compared to other state, city, county, and federal 

agencies. City/county positions are paid 20-30% higher.
97 Allow more special merit increases to move people up the steps. Allow more pay steps be given for 

internal promotions. FIX OUR PAY ISSUES!
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Appendix I
Employee Survey Comments: Ideas for Enhanced Retention

No. IDEAS
98 Supervisor positions can not be expected to make less than those they supervise. Compensate 

supervisors for carrying a pager. Allow other means of compensation. Pay employees for the amount of 
responsibility. Close gap between levels of manager i.e.. PEMF over a PEMC.

99 Competitive pay. Increased focus on primary work responsibilities, reduced focus on ancillary matters. 
More responsive mechanism for advancement of high quality people.

100 Many employees leave for higher pay. Consider differential pay for geographical areas. Allow more 
flexibility in ay for newly hired supervisors/managers. We cannot attract employees with years of ODOT 
experience into supervisor/management positions. Embrace and encourage new technology. Too difficult 
to get support from upper level management to do things other states are well into.

101 Better pay. Better vision benefits for people working full-time on computers. Turn up the heat in the winter 
in the building - too cold where I sit by windows.

102 Some refresher course on information not always used to help customers (I get stuck and forget things). 
More interaction between teams for questions they have helping each other to do a better job.

103 I always hear reasons for leaving are because of wages. However, benefits are excellent.
104 More flexible schedules. Something has to be done regarding salaries.
105 More pay!! For the amount of money we handle and the customers we have to deal with as far as safety 

concerns, and also the legal requirements we are made to enforce, ID requirements. Title documents. 
Those are all very legal areas we enforce.

106 Create a better communication system that does not beat employees up (ESP) and that relates all info to 
all employees. Because we are always helping individual customers and not together as a group this is 
sometimes impossible. Waiting for a meeting once a week is not the answer either. There should be a 
rewards system that we know that we can earn by meeting certain criteria and that should be announced 
and fair, not just at the whim of the supervisor that rewards if he hasn't done it for a while. Which doesn't 
make anyone feel that they are being rewarded.

107
108 Hire staff to properly cover the heavy workload. Increase wages to a real world standard, example to 

coincide with inflation and similar jobs in private sector. As employees we receive repricusions if we don’t 
do our jobs properly, I don’t see this principal applied to management. I feel isolated and unable to talk to 
higher management. 

109
110 Provide better wages, don’t leave one person on the counter during breaks. If an employee informs the 

manager that they are the only person on the counter the manager should  get help for them, not tell 
them to talk to someone else. If the manager is not going to work the counter except in their conveince do 
not assign yourself to a station as to take from another employee.

111 More customer reps to cover the new influx of customers, more and better training. Another DMV office, 
close Tapine office. 

112 Pay what the locals pay COP, Breahm, Tigard, etc. Cost of living is more in Metro area. The Feds 
understand that why not the state? RI has sare pay as some one in K. Fulls doesn't make sense. Hard to 
stay when local officce can provide so much more.

113 There used to be classes in interview skills and resume/app skills offered by ODOT. Useful for helping 
employees looking to move up, especially good employees with lousy interview skills. There is no 
communicationfrom 'on high' about changes in ODOT's priorities. in Region 1 many employees dont 
know what the Reg 1 manager even looks like. Big disconnect. We find things out in newspaper articles. 
Many of the interesting construction projects are going out to consultants, they get paid 2-3 times as 
much as have no accountability, very demoralizing. 

114 Higher wages are critical in the Portland area. Greater opportunity for advancement and financial rewards 
would also help, including out-of-state transportation conferences. An agency determination of critical 
agency work and paring down to focus on that work might provide opportunity to increase wages.

115 Rewards maybe various responsibilities
116 Salary increase
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Appendix I
Employee Survey Comments: Ideas for Enhanced Retention

No. IDEAS
117 More teamwork, less top-down control, better pay
118 Better pay for employees. Supervisors that have better training. Employees should be treated with more 

respect and get more acknowledgement for their accomplishments.
119 Fair pay scale for job. Recognition of good performance. Keeping benefits - health!
120 Clearly defined development ladders for all positions e.g.. Analyst 1 -> Analyst 2, office specialist 1 ->2. 

See comment below re. benefits on employee retention, encouraging and supporting folks in their career 
growth may decrease the number of "retired at your desks" types

121
122 Remember they are human beings and that should not be acceptable. Humans have emotions, etc. 

There is no recourse except to change jobs if you feel a supervisor is incomplete but not actually violating 
laws.

123 More minimum pay and benefits. More support from supervisors/managers/division. Consistency in 
policy/procedures. Safety glass between public & workers

124 Fair pay fair treatment.
125 For the amount of work required, and knowledge necessary, customer assistance is underpaid.
126 Boy - having been management for years then taking this job as an interim job that just is a can of worms 

for an observer. Management is undereducated and try to make themselves look good to the detriment of 
others' advance…need more paper!

127 Increase FTE at field DMV offices to allow employees opportunities to do a good job. Now, always 
rushed; no time for learning or enhancing job skills.

128 Employees only seniority is counted, when it comes to a layoff.
129 Treat them better and not afraid to lose their jobs.
130
131 Pay, advancement
132 Hire qualified people, they should have a skills test before being hired. We hire incompetent people. Test 

them on a regular basis as well.
133
134 Keep annual cost of living increases and pay 100% of insurance. Input more employee recognition. Pay 

for foreign language classes to help us communicate with our customers. Hire management from inside 
the agency so they at least know the basics. I feel that would make it easier on everyone.

135 Being more consistent with policy and procedures in own region as well as statewide. Inconsistencies 
make it very hard to do our jobs well. Being treated like human beings with respect rather than contempt, 
etc.

136 Provide more options for growth and training within the areas. Trainings and options are limited to Salem. 
Employees living within Salem are offered options for good health, training, etc. that other areas are not 
offered. Basing salary on work experience would offer ODOT and the employee to work at a more 
professional level. 

137
138 Many training documents are outdated and need revision. Making the documents better is one great way 

to make people comfortable in their job and want to stay.
139 When promotional opportunities arise I think management should strive to promote from within even if it 

means under filling or additional training. Shifts should be set so those employees seeking days, swing, 
or graveyard can apply for those shifts and know what their schedule will be without going through the 
bidding process. 

140 More training and better pay.
141 Increase wages. Stop messing with PERS. 
142 Better pay for individuals who have been selected for certifications above and beyond normal job 

requirements. i.e. certified to radioactive level I truck inspections. 
143 Use reward system that will recognize employee with higher education/advanced degrees.
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No. IDEAS
144 Stop micro-managing employees. Listen to the people doing the work before setting policy, procedure 

management beats everyone with the same stick. The low performers should be dealt with on a case by 
case basis. The policies of management have created a hostile work environment, a negative incentive to 
do more work and a real us vs. them atmosphere that did not exist a few years ago. Management does 
not even understand what I do but is trying to set policy. 

145 Higher pay!!
146
147 More flexible work hours (4 10-hour work days)
148 Offer more training opportunities and job rotations. 
149 Pay scales need to more accurately reflect public sector jobs. 
150 Many hiring decisions appear arbitrary and/or political rather than merit based. Many or most decisions 

within my decision appear to be politically based rather than geared towards public safety when possible. 
Greater employee involvement/feedback would be appreciated. 

151 Management needs to listen to employees and seek our opinions more often. Too often, favorites, 
teachers pets are the recipients of better jobs or higher pay. A manager in a position paying 40-50k a 
year or above should be an example rather than sitting around and talking and visiting all the time.

152 Improve equitable standards, i.e. favoring one employee over another, is and continues to happen, 
promotional opportunities are almost nonexistent, or the selected one is known by those competing even 
before the interviews are given. Selection for management positions are not always to the best or most 
qualified candidates but to whom the manager feels they can best control or relate to!

153 Rotational work experiences, promotion within, more promotional opportunities, salary step increases, 
recognition for work performed. 

154 In previous experience, managers need to use opinions of previous position holders and others that may 
know the applicants abilities when making hiring decisions. 

155 Return to the PERS package of previous --> Tier 1 for all was no need to scrap it. Return control from 
public invest group to private --> more concerned than jest present "churning" of funds.

156 When promotion comes available employ employees already doing the job or have experience with the 
job. I see outside hiring being a practice even in entry level rather than employee dedicated worker that 
can perform the job. Just because a person has a degree does not necessarily mean they can perform 
the job better.

157 Increase pay--merit and cost of living due to high living costs.
158 Provide higher pay, better benefits. Hire managers based on skill, not personal preferences, because 

that's not what's best for the unit. As far as cross training goes, make it voluntary and stop forcing 
employees to work in units only because they worked there in the past. When you leave a unit and move 
on it's usually for a reason and being forced back into it on a regular basis is grounds for wanting 
employment elsewhere.

159 Encourage advancement within the agency.
160 Some units have people trained different ways, so it makes it hard to do right. Have managers take an 

ethics course on fairness and no favorites.
161 1. Commensurate pay and benefits--check out the feds and other state agencies. 2. Not hiring individuals 

just to have a body. 3. Terminating individuals who cannot perform the essential functions. 4. Monetary 
recognition for an excellent or job well done--or additional time off with pay.

162 Better training.
163 Provide more learning skills, consider promoting in house employees, allow more cross training that 

would be beneficial and challenging. Redo interviewing process, that the person interviewed is truly being 
graded for skills and experience. Fix PD100 application online that it will save info to be continued at a 
later time. 

164 More agency division wide recognition of good work. 
165 Employee recognition is always nice. Eliminate "political" cliques and encourage better communication 

between employees and upper management. Upper management should get employee feedback before 
making decisions that they don't realize the ramifications of before making critical decisions. 
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166 Without the obvious "more pay," non-monetary rewards such as extra time off or "go home early with 

pay" would be great. At least in my unit, clearly stating goals and disciplining those that don't reach them 
would increase my morale tremendously. 

167 I would like to see most of the low paying "entry level" office positions to be reclassified to a higher 
classification. Mostly all of the people doing so called Office Assistant II work, are doing Office Specialist I 
work over 85% of the time, but still being paid the lowest monthly wage available. Even the Office 
Assistant I and II are paid more in other agencies. Overall, I feel we are paid less wages than other state 
workers in similar or the same jobs and it is unfair. 

168 I feel that a job requiring education and experience should pay better than we are paid at DMV. Most 
units, most employees work very hard here at DMV headquarters. 

169 Increasing employee retention especially in the unit where I have worked for the last nine and a half years 
is the salary wages and classification of other positions in the unit. The turnover is so high and the work 
ethics are so low. Especially now since the (veterans) "people" at retirement age have left and put in thirty 
years. A reclassification would likely make individuals stay in a position longer.

170 Some departments need pay reevaluations. 
171
172 Allow more flexible schedules.
173 Employees that are OA1 and do OS2 work should be paid OS2 wages. Why is it so hard to adjust pay 

scales?
174 higher pay, better training
175 Make manager more reasonable not trying to attack one at a time.
176 Development and career path opportunities are nonexistent for DMV employees. Training is minimal and 

interferes with production goals. The one and only priority for DMV is to meet production goal. If it can't be
measured (customer service) it does not exist. 

177 Look at reclassing certain positions to something more realistic based on actual work done, not what is 
on paper. 

178 Higher pay. Many of our positions are underpaid. Therefore, we see lower level people applying for 
positions. Many times we hire and people and during trial service they can't do the job. However, it takes 
an act of God to get rid of some one. This causes tension and low moral in the work units.

179 raise salaries, stop trying to push people out of ODOT. Provide money match in Lap program similar to 
PERS Tier 1.

180 pay that matches the outside world
181 more pay
182 ODOT should become a national/international leader in transportation innovation & options to attract the 

best & most creative people.
183 stop or reduce outsourcing. Centralize key technical portions of the organization. Focus on being a 

leading engineering firm not just managers of odor assets. 
184 better pay, everyone need not be a P.E
185 make wages comparable to industry standards. Hard to find people to work for dam if starting pay allows 

you to be eligible for welfare, food stamps. Etc. teach supervisors to be fair & impartial- a lot of favoritism 
is shown. The only appeal a state job holds is the health benefits which, unfortunately, are getting worse- 
co pays are rising. the only thing rewarded around here is longevity. the only way to be promoted is if 
someone dies or retires. 

186 more pay for the job we do. Dealing w/ customers and having to know all the things we do to accomplish 
this job we are on the lower end of the pay scale compared to other odor employees. I think we deserve 
more pay for what we do.

187 better pay, retirement contributions competitive wages
188 some offices have poor management; remove these managers and replace them w/ individuals w/healthy 

work relationships. Managers need to be hired w/a good attitude towards the union. Having managers; 
not pick favorites (employees). One that can be fair and who is also open to critiquing. rewards for those 
who do well. pizza party etc.... ice breaks. managers who encourage outside involvement of employees 
i.e.,, bowling leagues etc....
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189 increase pay to be comparable to outside agencies increase staff so existing staff are not overworked 

provide additional funds in budget for training needs.
190 better - reclass of position more pay
191 the people who do a great amount of work, but hold a low "title" get paid the least amount of money- it is 

hard to be a single parent making barely above minimum wage. It would be great if employees were paid 
for the amount of work that they perform and for the quality of work that they perform rather than for a 
"title" they hold. 

192
193
194 fairly administered pay for performance. Easier said than done but some large corporations make it work 

fairly. This would spare good people the disappointment that is inevitable when they realize their pay has 
no connection to their performance (except for the 2-3 promotions they could get in a 30 yr career)

195 Honor life time commitments to employees regarding retirement. Give employees authority instead of just 
reponsibility. Make pay compare to private sector wages. Commit to providing lowest health benefits. Hire 
entry level personnel to work with senior staff to share workload and train to do job. Promote more 
experienced staff to senior positions instead of persons without a clue on what it takes to do my job. 

196 Any time staff is getting paid more than the manager we have a definite problem. When upper 
management selects specific job classifications for raises if gives the others a sense of not being valued. 
The criteria used by upper management did not considr level of expertise required when determining 
which job classes were stated for increases. Staff levels are all relative. 

197 Increase pay for all employees, but particularly managers. Increase the number of employees to do the 
work. Allow for more creative technical work. Plan and think through reorganizations by keeping business 
priorities in mind rather than making "knee jerk" decisions. 

198
199
200 Qualified managers are needed to provide mentorship to highly trained and specialized employees. A few 

managers lack skills and desire to work in the disciplines that they practice. 
201 I don’t think ODOT has a good handle on abullying that goes on by some employees and managers. It is 

not recognized when there is a patter of bullyinh by an employer towards others and it is tolerated by the 
agency. I have a coworker who is superb! She is very bright and extremely hard working with lots of food 
ideas. But her social skills are a little off. I watch her get mistreated routinely by other employees and 
mangers alike. Our manager is doing everything he can to help her/but some of her problems come from 
other managers who work on his level. So its is awkward. I think she will end up leaving ODOT. The 
whole episode has been shameful personally painful for me and extremely damaging for my coworker. 

202 When workload is increased, increase staff. It seems like there is more to do, and less people to do the 
work. It is frustrating to not be able to provide a good response on time because there are so many tasks 
to do. It seems like public employees got more than their fair share of abuse, especially at election time. 
that is frustating. ODOT transformed itself from an organization that does engineering to one that 
manages those who do engineering, and they are proud of it. People do not get a technical degress with 
the goal of managing consultants. ODOT seems to bend over backward to help the consultants, whiel 
there is little in the awy of reward except for a sweatshirt or a mug. 

203 Increase wages to be comparable to the private sector. 
204 Pay equal to private firms. Pension system not subject to cut backs. Pay not subject to freezes. 
205 Pay for all engineering employees must be competitive with private firms. Pay for front line supervisors 

must be increased. Increase ODOT staff where needed. Relax "Out-of-state" training restrictions. Listen 
to "experience" employees and their concerns. 

206 Wages need to be kept up with other agencies. More personnel to do the work that is being created. With 
more personnel we could produce better quality products and not just put out emergency situations.
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207 Oregon DOT is ignoring their responsibility to public by losing their experience employee to private. 

Private firms are machine making machine. Therefore their guilty of works are poor. The results of jobs 
went out last few years are prove to such a claim. 

208 Stop benefit erosion and improve pay for technical positions. 
209 Show more appreciation at the hard work in the upper levels with your field offices. With lessened staff 

levels we take on three times the amount of work. It would be GREAT if it was recognized by higher 
levels of management in field services.

210 Inreased pay beyond the maximum steps if performance is  good. Planning out career paths for 
employees within set disciplines so expertise can be developed and maintained within given disciplines.

211 Our department was fractured that we no longer have the expertise and confidence and time in doing a 
proactive job. Instead it is a lot of patching, rushing and scattered in too many directions. Centralizing the 
unit so work is shared and a sense of team work is rebuilt with knowledge and work shared. 

212 While salaries have improved recently, a recent check of the ASCE salary survey places me at the 15th 
percentile (35% below the median) of engineers doing comparable work nationally. With the recent 
"realignment," top management casually discarded thousands of man-years of professional experience 
and institutional knowledge with the least concern about retention or the effects on the agency's 
responsibility to the public as steward of the state's infrastructure. The consientious employees who 
remained feel betrayed and so understaffed tha morale problems will persist as more deficiencies and 
cost overruns are revealed . Eventually a new generation of managers will rediscover centralization as a 
solution, and the "pendulum" will swing back again. 

213 Revamp the state class/comp system, more flex/telecommute/etc. opportunities, increase vacation 
benefits

214 Wages need to be more competitive. Now that the retirement is lousy, we need to at least make up for 
some if it in wages.

215 Certain jobs need to have more taylored job requirements, not all positions require a P.E., and to make 
P.E. and/or E.I.T. Requirements on broad spectrum of jobs is a mistake. 

216 Definitely increase wages of engineering serives of employees- our wages are not allowing us to keep or 
attract people. Less outsourcing- keep competence in ODOT. Region staff was generally not increased to 
handle additional workload after reorganization. Reorganization caused need for duplication of services in 
many office- never staffed to handle this. To decentralize you must ADD personnel. 

217 Pay employees a reasonable wage. Do not let certain employees run ruff shod over others. Employee 
recognition. 1. We need to know! Not just be paper pushers, we need to be a part of decision making 
process. 2. Ask the person doing the job was improvement they could make. 3. Listen to your employees. 
Listen dont just tell!

218 Better health benefits
219 Better pay with what the private sector pays. Able to get rid of employees that are not doing their job.
220 Improve opportunities for promotion in Field Services. We need additional steps in the promotional 

"ladder." An example would be to reinstate driver examiners as a separate, higher classification above 
entry-level TSRIs. Salary rates are not competitive enough to attract and retain new employees

221 Pay increases, benefits are excellent!
222 More pay and better promotion opportunities. A person shouldn't have to "interview" each time in the 

same organization- it's stupid. 
223 Better training, give incentives for people to do good. Mentioning programs developed by senior 

employees. The obvious "one" better pay.
224 A higher wage or more step increases each year would help a lot especially for those of us with children 

to support and a retirement plan to contribute to. 
225 Keep health benefits paid by state.
226 My job is entry level but a lot of responsibility comes into play. I am the atarting place to make sure things 

are done correct, a slightly higher pay scale or level descripter would be to keep people from moving on 
after training them for a year.

227
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228
229 Please increase pay! We souldn't have such a turn over in our area.
230 I think that there shuld be better training when moving from one position to another. For the cross trained 

employee who does work across multiple units and/or class codes, there should be some compensation 
for that.

231 Employees that risk injury or death by conducting drive tests should be compensated more. Combine 
leave and sick into one time-away category so those that never call in sick can use the time as they 
choose. Two weeks per year for 5 years is not enough. It also seems that senior employees with 3-4 
weeks of vacation manage to use all of their sick time. Increase staffing to actually allow time away.

232 Higher pay, more step to pay scale, more vacation time. Go back to allowing employees to receive pay 
for sick time on the books when they retire. Would use less that way.

233 Bring pay scale up. Have more work stations. 
234 None at this time.
235 Having a decent/positive team leader that would do the necessary look-ups for our personal/professional 

knowing to convey in our job performance/abilities. 
236 be more flexibility with work schedules. Be able to make more decisions. Empowerment was taken away 

years ago. Pay should be increased because of the sensitivity of our work and responsibility. Should have 
drug testing. 

237 For safety, each field office should have glass windows. This would eliminate more illnesses and also the 
safety of employees from customers who tend to get to close to employees when they are upset. 

238 Pay more. Much more security features like glass in front of us. 
239 Not better, but MORE training. More employees in field offices. Bigger field offices or more offices. 
240 A pay for performance system. Ie processing work at a higher rate than an employee who is paid more 

you shuld be paid comparable to that employee. Change the pay scale to reflect work processed rathe 
than just years of service. 

241 Supervisor recognition for employees who deservie it and go above and beyond job description. No micro 
management. Better training in certain jobs.

242 (MCTD) ODOT is a wonderful place to work if a person is only interested in state benefits. There are 
some perks, like working with incredible people, but the overall management of MCTD lacks. Employees 
that have personnel issues are rarely punished or fired, management seems like a political clique, and 
management training is unheard of. It seems that if any employee plays his cards right or kisses up to the 
right people, he may be recognized or promoted. But if that same employee has more education and 
experience than other candidates but doens't fit into the 'management mold' then he is overlooked. The 
communication of MCTD must also be improved.

243
244 Unfortunately, changes to the PERS system has reduced the attraction to work with a state agency. 

Perhaps a wage analysis should be undertaken to make certain ODOTO pay is at least comparable to 
payscales outside the organization.

245 Better pay.
246 PERS, Developmental opportunities, free parking, higher pay
247 The retention of licensed professional engineers at ODOT is abysmal. The agency no longer values a 

professionaly competent workforce as demonstrated by pay saclaes and the desire to outsource most 
work to engineering firms that pay substantially higher for their licensed professional engineers. 

248 Compensate for reductions in PERS beneftis by keeping employer-paid premiums for health insurance. 
Question the number of managers in relation to the number of employees in some units. Why are there 
so many levels of management? There needs to be a meaningful way to reward good work. "Meaningful" 
does not mean a gift certificate for a shirt with an ODOT logo on it. 

249
250 ODOT's mission of building highways and providing economic benefits does not fit with many employee's 

personal views. Mission statement should be changed to reflect a more sustainable viewpoint. 
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251 Value and appreciate experiences and expertise. This involves tempering the eagerness to please the 

public with the desire to check with experts before promises are made. Truly let the rep talk- when 
highest doesn't really care what a bad solution is as long as the sound bites good, this is discouraging to 
professional staff. Young professionals need to work toward and not immediately be given an increasing 
status and recognization. There has to be something to be gained from puttin in the time and effort to 
better their undertstanding, expertise and skills year after year. It was good to exercise the fear of 
change, but the most effective innovator is the one who's seen a lot of both practical successes and 
failures. 

252 Treat the employee's with "RESPECT"! I worked for ODOT for years and was red lined under the ODOT 
re-organization and had to complete a PD100 form to reapply for a newly created position under the re-
organization (stress). Pay the employees more based on experience. Compensate for the $'s lost in the 
PERS reduction. Respect experienced ODOT workers and learn from them and not re-invent the wheel 
every few years. Provide safe clean work environment for all employees. Provide enough staff to 
complete the work assigned and provide adequate training and not sink or swim mentality. Pay for 
parking. Pay for janitors to dump my garbage and recycles. (RESPECT).

253 Pay must keep pace with competitors. Benefits must not continue to errode. 
254 Be honest about use of consultants and OTIA Reidge program. Cost is far greater than using ODOT work 

force. 
255 Pay shuold be increased to meet private sector. Accomplishments on the job should be recognized. 

Employees should be encouraged to seek training for future advancement not just for their daily job.

256 Salary needs to be comparable to the private sector
257 ODOT needs to improve pay and retirement benefits to compete with other government entitles and 

private sector. The trend of contracting the majority of the project development work discourages talented 
individualswould rather do "actual" work vs. contract administration. Weak, poorly functioning managers 
are not held accountable and discourage their highly functioned employees. Those folks wont work for 
managers they don't respect. 

258 Reassessment of the payscales for supporting technical disciplines i.e., geology, biology, archy; drafting, 
construction management survey. The perception is that the non-technical disciplines, i.e., procurement, 
communications, have better salaries than technical disciplines. 

259 Not freezing people and wages.
260 Let ODOT design and inspect construction projections. As of now, ODOT trains employees and private 

pulls them away with more money to do the same job
261 The first 5 steps of all salary ranges must be dropped, to make ODOT salaries more competitive with 

other public agencies and closer to the salaries of private sectors. The 2 year period employees have to 
return to ODOT or state service should be increased to 3 to 5 years so we can increase the # of returning 
employees. Human Resource Ana. 3 are salary range 29 and public info officers are salary range 31; 
This is unfair and wrong.

262 The pay benefits need to be comparable with similar jobs. Outside sources are paying more, so people 
are leaving. Morale is damaged by new hires being paid more at the beginning compared to current 
employees. People have a general feeling that they can be replaced.

263 1. Need to work on increasing compensation.
264 FIND WAYS TO UTILIZE PEOPLES' SKILLS. Allow some cross training. This will keep people sharp and 

let them feel more overall knowledge and job satisfaction. 
265 We need an exercise/fitness room with treadmills, stationary bikes, free weights, and mats and flexible 

hours to be able to use it. The dust accumulation in our office is terrible. I feel that DAS does a very poor 
job of keeping our building clean. Our health care coverage needs to include weight watcher meetings 
and full membership fees to fitness clubs such as Curves.

266 More promotional opportunities. No limit on number of steps. More paid training (college courses) that 
would apply to job. Financial rewards to those who stay in same job and do a good job. Turn over lowers 
productivity. Stable PERS. Retirement planning is done based on one figure and is changed. PEBB is 
ineffectual. 
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267 Outlying offices seem to have high turnover which seems to be from poor leadership and lack of training. 

There seems to be less leadership than the units within main buildings (Salem, Portland). These 
problems bring down morale and in turn, people leave.

268 Teach supervisor how not to micromanage their employees. Update computer programs to something 
more efficient and easier to use (more user friendly). More pay for people that work harder. Incentive pay 
and bonuses for more work. 

269
270 Burn out is a huge problem; also poor understanding of the scope of work that we accomplish in our area. 

There is no "career path" from our area and we become stuck. Need better communication of our skills 
and value to other areas so that when we apply to promote, they have a clearer understanding of our 
value to ODOT

271 If employees feel more appreciated for the high quality work that we do. We have one of the best call 
response times in the country and yet our pay is lower than our counter parts in the same type of work. 
We have to have a very high level of knowledge and skill to do our  jobs. In the private sector employees 
with comparable jobs are paid 3x what we do. 

272 It would be nice to have promotion advancement opportunities. There is one tech position for 50 phone 
agents so 1 in 50 may promote in our unit when and if the position opens. I have not had even one 
employee evaluation since my trial service has been over so no interest has been taken in finding and 
applying my strengths in my position. I feel unappreciated and very dissatisfied in my job.

273 I feel that pay increases do not match the cost of living as it increases yearly. It seems you making slightly 
too much to qualify as "low income" to qualify for any type of assistance but yet make too little to qualify 
for other things on a slightly higher scale falling in the middle of nowhere. Especially if a single mother or 
parent which many are. Benefits are good and helpful thankfully.  

274 To have all managers on the same level when it comes to time off. To push employees to get more 
training if needed for improvement in their current job or to advance. Better pay.

275 1. Pay that supports the work we do. 2. Continue having benefits paid by ODOT 100%. 3. Provide training 
to all who are interested. 4. Provide training to help promote within ODOT even if not a current job related 
skill. 

276 Better or more equal treatment/punishments/consequences. More pay. More appreciation.
277 Supervisors make believe that only inmates should receive special recognition. Manager makes us 

celebrate success on our personal time. 
278 Doing something to boost moral and better reward people for doing a better job than they used to. (i.e.. 

improve their job performance or even to be trying to improve)
279 Diversity in management would help, we have a system of white middle class male managers who make 

decisions behind closed doors.
280 Increased decision making at lowest level. Overall the general tone is that MCT is eating itself. Mixed 

messages are made between job duties and political expectations. Favoritism is rampant at upper levels 
management and just a phone call will make citations, inspections, or anything else go away.

281 The work that I do is comparable to a GS-13 at the federal level with is $67,000 -$107,000. I will top out 
below that. The benefits package is slightly better, but the pay isn't close. More pay for safety 
investigators who do better quality work than their federal counterparts. Also, a better retirement medical 
plan. Help them bridge the gap from retirement to 65. 

282
283
284
285
286 1. Stop gutting our benefits. 2. Stop throwing us on the after of politics. 3. A bit more pay would be nice.

287 Better pay for lower level positions (MCEO) would provide better employee retention and be better for 
recruiting. 
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288 I feel in my particular job that I am looked down upon by all of ODOT. It is a failing division that I work for 

with bad attitudes and terrible managers/supervisors. Dead wood desperately needs to be out and better 
managers concerned with employee moral and success should be installed. My salary is significantly 
lower than the amount of responsibility I am given. I am actively seeking other employment. Also, see 
typed statement. *I have worked in public service in the past for a Federal agency. My supervisors and 
managers were available to meet and interested in my performance and development. They used clear 
communication and delivered consistent information. If there was discrepancy in the consistency, it was 
explained; face to face when possible. Rewards were given verbally, in writing or in the form of vacation 
time or monetarily. I have worked for ODOT for a year and a half. I have never formally met my 
supervisor, having only seen emails from him and being introduced in passing. These communications 
have lacked consistency in message and form without explanation. His messages to all employees have 
at times been degrading and insulting but at other times they are encouraging He may be very well verse

289 More training, possibly with trainer. Refining performance measurement system so that an auditor doesn't 
lose so many points for relatively minor errors. A more realistic workload for some supervisory positions. 

290
291 Give motivation staff the opportunity to excel at their job by supporting statutory changes allowing 

employees to stop drivers who are exceeding legal limits outside of weigh stations.
292 State workers are continually attacked by the public, politicians, the press, and as a result from the 

management. Employees are not comfortable with their job because at political correctness. State 
officials need to start a campaign of promoting their workers and changing public perception to the good. 
Productivity could be much better and employee retention could be much improved if employees were 
proud of themselves again. 

293 Pay and retirement benefits are falling behind the private sector and need improvement.
294 Raise pay for construction inspectors
295 Bring PERS back
296 ODOT has had most of their good employees leave state service. What's left are the ones who want to 

work for the state either they wouldn't make it in the outside or they are about to retire. In the next several 
years ODOT will have most of the good employees retire leaving the others. Along with this ODOT will 
have the work load come back from consultants and won't be able to handle the load. I use to be proud to 
work for ODOT. I don't tell anyone who I work for now.

297 Better pay. Quit screwing around with PERS. (A promise is a promise) More cross training
298 Fairness to all employees--respect for employees' family members from bosses--respect for employee 

not disrespect mentally and physically. ODOT needs to make a stand with their jobs versus 
environmental crap that keeps us from doing our jobs. 

299 Higher pay scale and not such a time span to get step increases. Use educational background as more of 
a pay out to step up on wage increase on started employment.

300 Make a few more challenging jobs that break up the everyday jobs on maintenance crew. Big projects 
(Road Building, Paving Projects) don’t contract as many out.

301 Improve public support for ODOT employees.
302 Keep current benefits! Increase wages!
303 Higher pay for night shift people
304 The state gives wage increases by anniversaries which I think stinks. Low man on the crew was making 

more than a coordinator. I think the coordinators' wage should be raised substantially. The state needs to 
raise the vacation time after 25 years of service. There is nothing after you've reached 20years of service, 
it just stays at 16 hours a month.
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305 Both management and represented employees are paid too low. ODOT has always had a bad habit of 

driving wedges between people that work here. They just did it again when they reclassed the manager 
(B5). But only the ones that work for maintenance. If you are on any other crew like bridge crew-stripping 
crew, etc, you didn't get a reclass, you're not good enough. Also the retirement that we had and then was 
taken away has put a very big dislike to ODOT. People no matter where they work in any company do not 
like their pay or retirement taken away or paid less than others. Get it together and do the right thing.

306 Increase pay. Stop eroding retirement benefits. Stop eroding health benefits. Treat employees with 
respect and realize they provide a valuable. Understand that out-sourcing is a lousy idea, cost the 
taxpayer more money, and reduces morale.

307 Show more respect. Stop treating us like we are a bunch of idiots.
308
309 Better wages and better retirement plan. The retirement plan I had was one the reasons I stayed with 

ODOT, now that is all screwed up, so now there is no reason to put up with the lower wages and poor 
working conditions, etc (don't kill a fish, don't put mud in the creek, don't fall that danger tree, too much 
red tape). Get rid of the red tape and bring wages and benefits up to private contractors standards, also 
make sure the crews are doing the work to justify the wages - maybe a performance based wage.

310
311 Industry wage comparison is crucial. Also there needs to be less management top down, but more 

bottom up where employee is listened to, instead of preached at. Training needs to be improved. There 
are no incentives to improve performance. Such as varied work schedules, bonus, telecommute, 
educational.

312 More training. Flexible work schedules, telecommuting, working in main office or subsidizing for 
commuting. Allow employees to have input on performance appraisals of managers

313
314 Respect and acknowledgement of the jobs we do - if a person feels like they make a difference, he will 

stay a lot longer for less pay. Public perception of state employees is bad, so the respect 90% of the 
workers deserve must come from inside.

315 Benefits are good, the pay isn't any good, looking at leaving to go elsewhere because of the pay, the 
conditions were in and type of work we do, we need more money.

316 the benefits are acceptable, however the pay is lower than other municipalities and states around us. I 
can get the same benefits with a county or another state and get a better salary. I supervise people who 
make more money than I do. Even at the top of my pay scale, the people I supervise can make more or 
equal to what I do. other agencies/states pay their leaders better.

317 Stop firing whistle blowers.
318 More pay $$
319
320 Employees are not encouraged to promote. Opportunities are not encouraged by supervisors for fear 

they will appear biased. I worked for the public sector in another state as a supervisor and 
supervisors/managers were encouraged to help employees develop themselves and move on to apply for 
higher positions within the group. Employees are not acknowledged well for work well done. Emphasis is 
on punitive rather than encouraging work well done and progress on developmental issue.

321 Maintain adequate training, perhaps even out of state if warranted. Allow crew-training and working in 
region (for central portions). Acknowledge good work being completed by all levels of staff.

322 Provide more opportunity for advancement, pay and benefits. ODOT has already lost a large group of 
experienced employees to the consulting world.

323 Better pay = equivalent to outside; better recognition for work well done. Stronger direction
324 Higher pay. Folks leave ODOT to go to consulting. They aren't job hunting - the consultants woo folks 

from ODOT with high wages for the same work done at ODOT.
325 Allow managers to obtain pay for OT.
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326 Stronger direction from Tech Services manager in terms of where Tech Services is going and should be 

going in CONCRETE terms, not wishy washy management speak. If they better understood what we did, 
perhaps this direction would be easier to provide?

327 Higher pay or give back PERS benefits.
328 Figure out responsibilities between regions and headquarters. Compensate better for professional 

registration. Assess workload of individuals and get real!
329 Higher pay. More out of state training and conferences. Bigger courses.
330 The opportunity and education for advancement in management or add additional education, in relation to 

the job.
331
332
333 1. Inrease promotional opportunities- Sr. tech position pay rates too close to entry management therefore 

no incentive. 2. Pay not competitive given regular skills and amount of responsibility. 3. Too much work 
for number of stuff. Increases stess and reduces quality. 

334 Better pay- continued awards.
335 Less shifting or workload to consultants. Less intervention by legislature in our operations. More 

appreciation for employee ideas. Greater respect for longevity. More support during legislative or news 
media bashing. 

336 Some employees have the responsibility of what need to be for two-three Severely overworked, at a loss 
of pension benefits and salary freeze. Therefore, competative salary and realistic work loads instea of 
expecting someone to do 2-3 people's work with limited salary. 

337 Improved salary, benefits, and growth opportunities. 
338 As a unit manager, I have lost several key employees to consultants over the past couple of years. Higher

salaries offered by consultants and other organizations lure away our most senior and experienced 
employees, and also prevent us from attracting the strongest applicants during recruitments. 

339 Better pay. More emphasis on creating strong leadership. I think the schism between central and region 
stinks. We have six ODOTs, not one. I like my manager but he seems powerless to make change. The 
absense of menior management is appalling. 

340 Washington SOT pays $10,000 more per year for the same position I hold here. The state benefits are 
good but overall pay is low for the amount and level of work I do. 

341 Better pay!
342 Provide pay that is competitive with consulting firms, and keep the best and most interesting work inside 

the agency.
343 More money.
344
345 Additional pay and a general re-instatement of PERS benefits. A positive environment in the work place is 

critical. Wellness programs and an atmosphere as well as dedicated space in the workplace for physical 
fitness would be helpful.

346 More thought on awards. Higher pay. More opportunity for advancement.
347 Pay needs to be raised to matched. Engineering positions at other public agencies and private sector. 

348 Kind of too late after the 1994 realignment and how large OTIA projects were outsourced. Damage has 
been done. Difficult to reestablish. 

349 pay has got to be more commensurate with cities and counties and with private doen't have to be equal 
with private but needs to be closer. Our benefits have somewhat eroded or outside has caught up they do 
not substitute for pay and because of PERS I think the pay needs to be higher to attract good employees 
and keep the ones we have. 

350 Better pay. Respecting the professionalism of staff by acknowledging issues raised.  Less emphasis on 
schedule and budget and more emphasis on quality. 
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351 Managers in district offices should back their employees when contractors are uncooperative or out of 

line (managers everywhere). Managers need to be honest and up front, and reliable. So far, most 
managers I've worked under were quite competant. Weeding out the lazy isn't bad though. 

352 I would need about 100 pages. In short the system is broke, its not really the people, managers etc. If the 
system. Its still so 19th/20th century thinking . . . . It's the 21st century. The wasted time and effort doing 
things the same old way is mind blowing. Its not just ODOT, but all agencies.the fact that there is a 2" x 6" 
box for ideas about how to go about solving anything is a fantastic example of what is wrong. We want to 
oversimplify the complex and create incredable levels of complexity for very simple (21st century) 
processes. Asset management- how in "..." 's name can we be in the 21st century when we still print/file 
hard copies of everything. There is this device called a computer, we should check it out. If we were 
remotely organized we could reduce deuplication (file work) records, etc. By 80-90% freeing incredible 
amounts of man hours or reducing the size of out organization... anyway need 100+ pages to get started.  

353 I believe there are 2 key aspects to retaining employees. The first is pay. The pay has to be competitive 
and in general the pay at ODOT is not enough to keep employees long-erm. The second is the people 
you work with, especially your supervisors. If your supervisors are incompetant then you will see a lot of  
good people leave the organization. I believe this happens far too often and an effort should be made to 
ensure that the best leaders in an organization are promoted to be supervisors. 

354 Private companies are offering more competitive benefits and pay scale packages. 
355 Pay of course.
356 Longevity bonus' or increased leave a cerval for long term employees. 
357 Salary structure is not comparable to private sector for all types- professional, technical, laborer and 

clerical. 
358 Pay more. 
359 1. Quit reducinf benefits for employees, or increase pay to cover the reduction in benefits. 2. When we do 

out job and it shows that substandard work was done on a project, don’t wave the results. Make the 
contractor fix the substandard work.

360 An increase in wage is needed.
361 Simple, more pay. Friends that I graduated from college with are earning roughly 25% more than I am. 

This includes both priavte and public, (other than state of Oregon) working the same hours as myself. 
Benefits are also comparable.

362
363
364
365 Overall pay is lower than private sector for the same job- state workers have been held down at by 

governor- to balance state budget- it takes many years to reach top pay- it is much easier in private to 
reach higher pay category.

366 Increase the ratio employees/workload. Set reasonable expectations for employees. Too much work and 
not enough time or employees.

367 Money. Hire people with skills to complete the job, instead of hiring people without skills, providing the 
skills and watching them leave for outside opportunities.

368 Better pay, less complicated way of doing payroll and benefits.
369 More opportunities for people who are already working at ODOT not hiring people who use the job for on 

the job training and then go to work for private corporation better pay and advancement. No place to 
advance at certain levels (ie engineering specialists). By putting FE on job application has limited 
advancement on jobs that I could do and have done!

370 Better pay.
371 A better balance of pay; more at the bottom, less at the top. Organization and accountability from a 

leadership standpoint. Be more flexible in what people are payed, making well qualified people start at the
bottom of the pay scale is not a good way to earn their loyalty.

372 With the exodus of engineers during the beginning of OTIA, obviously some pay increases would be 
helpful. Maintain the good medical and dental packages.

373 A more equitabke compensation equal to private contractors performing similar services.
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374 We need to outsource more so we can focus on the many new tasks assigned to project leaders. They 

and area managers have too much work. Stress is high. We are not allowed to have yellow or red 
projects or to slip projects, we just demand employees "get it done." We burn out project leaders in about 
3 years.

375 Lessen the work load by increasing the number of employees. Higher wages and benefits. 
376 Be allowed to compensate employees with pay. Example: promotional opportunities be able to give more 

than 1-2 steps. Also with lateral transfers- be able to offer monetary benefits. Come up with additional 
ways to compensate employees hired during wage freeze. 

377 Outside reviews. Full circle reviews. More requests for input from employees.
378 Surveying and engineering work should be done in house and not contracted to outside consultants.
379 Pay increase for lower end workers.
380
381 Pay more to be competitive with other employers.
382 Salary: 10 of the 11 members of my crew will retire in the next 8 years. We are having trouble attracting 

good quality younger employees simply because we can't compete with salary offers from other 
employees. 1. I also have noticed that the quality of the "technical experts" in many disciplines and areas 
has declined substantially. this is affecting the quality of our products and is leading to less cost effective 
designs. this is a salary issueas well as a management issue. We really need to be offering much better 
salaries, otherwise my opinion is we shuld consult the work out because the best people are now in the 
private sector.  2. "Dead Weight" there needs to be more efficient views of dealing with employees that 
are discipline problems or simply do not do much. I think morale at ODOT could be raised if some of the 
problem employees were appropraitely dealt with. 3. Restructure to put some of the core engineering 
functions back in Salem. Bridge design in particular is a problem. We would much rather havea design 
from a consultant then our own tech center staff. Having a bridge section again with a career path and mu

383 Comparable pay for comparable work within organization. Depending on whether you are a man or 
woman makes a difference. For example, 3 people doing the same work are paid 3 different wages in 
each district, the being paid the highest wage. Consultants often trying to lure ODOT employees away 
with higher pay and more benefits. Many good ODOT employees leave for that reason.

384 Offer incentives, ie higher pay to motivated employees doing high quality work. Provide best equipment 
for use. Terminate employees who are not performing, or are in positions that serve no useful purpose. 
Terminate poor performing managers, don’t just transfer them.

385 Increased compensation to better aligh with the private sector. More opportunities for growth through, 
cross training, formal traing., etc. Recognition of simple daily tasks and operations.

386 Compensate the engineers at a rate commensurate with the Oregon market place. 
387 Eliminate some of the open competitive jobs and hire within. 
388 There are forms for tuition assistance but I have never seen anyone receive any. People should be more 

encouraged to advance their education. When I approach a manager (my manager at the time) about 
tuition assistance I was toldto not even fill out the form that DMV would not pay for my education. 
Minimum qualifications for certain jobs should be based on education rathe than experience alone. That 
way people would feel they could improve their skills and promote. Some people feel "pigeon holed" in 
certain positions, so they leave in order to grow.

389 Read article in Statesman Journal about call centers.
390 Fair wages for employees to other jobs. A safe haven program that is safe not management drive and 

unfair. A company that is efficient and productive. Not management fat and feep example. Where it took 
one manager it now takes 6 to do the same job. Some groups have meetings just to have meetings.

391 The "temp" employee program should be looked at, because we lose many well-qualified people, once 
their 6 month term is up.

392
393
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394 Higher pay and health benefits for employee. As a department we need to increase health benefits for the 

individual employee and reduce family benefits. The single (not married) employee has poor health 
benefits. The worker is not properly rewarded.

395 Increase in salary. The trend toward contracting out decreases employee interest in work.
396 Improve benefits to compensate for lower wages. Re-institute PERS tier 1 with better actuary payments. 

The higher pretirement pay kept ODOT employees as this was their goal from lower wage jobs. Now, 
private sector has high pay, health and dental and similar retirement . . .  Why would anyone come to 
work here for lower pay?

397 Encourage employees to take advantage of the education reimbursment program ODOT offers. Very little 
promotional material is distributed. Each employee (job) should have a retention plan attached to know 
how to promote within the organization.

398 Improve morale. Have personel in "HR" that support employees also and not just managers. Require 
higher management to listen more and dictate less to employees.

399
400 Better pay, timely employee recognition, an organization that supports project teams and is not so 

fragmented, better crew rapport, more discussion about new ways of doing business an how to work with 
other agencies. 

401 More pay. Better and involved leadership: leaders that work with the employees not just the politicians. 
Region one tacks a leader that can unite the region one headquarters and head the group. 

402 One time year sabatical option for long term employees? #1 increase pay. Employee recognition. 
Employee accountability- for example other employees need to work 40 hours per week or be 
reprimanded for not doing so. This is a fundamental responsibility of a state employee. this is occuring 
here in R1 ODOT. Continued flexibility in work schedule, but per comment above, managers need to 
track their employees. Managers also need to be present 40 hours per week! Training opportunities exist 
outside of ODOT- for example, managers support and have a budget to send employees to training but 
there are not many internal training sessions geared to our unique business. 

403 1. Better managers. 2. Better career ladder for the environmental specialist field. 3. More opportunities for 
cross-training. 4. More opportunities for leadership. 5. More leadership development- both in classes and 
OJT.

404 The agency needs to hold true to its vision statement and mission statement. High-cost-area pay 
adjustments needed for employees in Portland, Salem, and Bend. ODOT is not a general fund agency. It 
should have its own salary charts that more adequately compensate employees. Need more managers to 
embrace the idea of using innocation in the work place. 

405 1. better new employee training/orientation. Then lots of follow-up training and conferences that one job 
related to give the new employee confidence. HR should be more involved in welcoming new employee 
confidence. HR should be more involved in welcoming new employees. 2. More competitive pay-  the 
benefits are great but the pay is too low to be competitive even with other state/federal/municipalities. 3. 
More consistent team meetings- meetings always depends on the specific team leader. If the PTL is 
good= meetings. If the PTL is bad= no meetings. 4. Retention will come with new/old employees feeling 
supported by managers and knowing the managers will back the employee at meetings and in 
correspondences. I feel the admin staff should prepare documents and correspondence (not email) such 
as plan sits, specifications, reports and formal letters to agencies. I do not think they should spend their 
time re-entering timesheets. 6. RI should have more vehicles available for employees and a better facility 
for parking the fleet. 7. A clothing allowance (for boots/waders/gear) for the tech center would be helpful. 

406 Increase the understanding among other units about the relevance of the job I perform so that stress is 
diminsted and a sense of fullfilment increased.

407 I have had the opportunity to receive job related training. However, there is not training that is ODOT- 
procedure specific. Which development do you talk to to get something etc. The corollay to that is 
somewhat porr communication between departments.
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408 May pay reflect where the work is- for example in Portland (high cost of living) pay for the same job 

should be more than in La Grande (low cost of living). Remove Paul DePalma from a suprvisory role. 
Spend money on work environment for example natural light, quality air in buidling. Encourage pride in 
public service rather than the current mindset of oursource/privatize everything so that large corporations 
can rule the world. Help reinstill confidence in government throughout the national psyche. 

409 Higher salary, no more negative issues w/ retirement, no more threats on loss of medical-health benefits.

410 Wellness program-promoting or assisting in this i.e. paid time off to work out, financial support for weight 
loss, athletic facility pass --people being held accountable for their behaviors, i.e. where I work there is a 
lot of dysfunction and the thinking that it is o.k. that people act that way is just who they are --respect 
among people and teams, less gossip

411 Pay equal to level of responsibility. --Increase resources to larger regions, geographically.
412
413 Improve problem resolution. HR claims to be an employee advocate--they are not. Investigations of 

issues are done so poorly they cause increased tension and suspicion. Management will lie and HR 
believes them. So frustrating. My manager is wonderful but the one in the area where I work is a terrorist. 

414 Currently ODOT seems to have a very punitive approach to dealing with its employees. The ODOT HR 
Department's first question always seems to be "what's our liability" instead of taking an honest look at 
what the issue is.

415 They are doing things right now. No additional ideas at this time. 
416 Higher base scale for jobs in the lower echelons. Seeing or being aware that disciplinary issues are being 

addressed at all, and appropriately. Managers being instructed on how to manage and coach people, set 
expectations, follow up on same. Reduction in power plays among management.

417 Better pay and better human resource. Better management.
418 higher pay, fair treatment for all
419 #1 Better pay
420 Better pay, promote within. 
421 Increase in salary and benefits.
422 Clarify role responsibilities--resolve turf boundary issues, improve internal ODOT business line 

communication/dialog, collaboration, cooperation, inter-relationships. Communicate how decisions 
management makes support Agency Success and Support the People of Oregon. Focus on public policy 
more than politics--use research and analysis to support policy positions. Advocate for good public policy. 

423 People stay or leave a position for lots of different reasons. I think we need to focus more on recruiting 
people who have a strong inclination toward public service. We also need to help employees prepare for 
future career opportunities and advancement. Help them understand what they are good at and why they 
belong here. People should feel ODOT needs and wants them here.

424 Take care of your managers pay--fairly--some small divisions like rail, transit, etc. earn as much as 
managers w/ far more program responsibilities, budgets and employees--at ODOT the squeaky wheel 
gets the grease--Senior management have been allowed to behave very badly--leaving a bad taste we 
have lost many good employees for this reason.

425 Focus on career paths-providing appropriate (increasing training) -sabbaticals for long-term employees. 
Address classification and compensation issues--in the technical staff positions was will as the technical 
management seniors.

426 It is undeniable that compensation at ODOT is far below comparable work in other organizations. Pay for 
professionals and managers should be increased by at least 30% across the board and more for certain 
jobs. Any other actions will be transparently insignificant. But the Governor and legislators DO NOT 
CARE AT ALL.

427 Cross training and job share
428 Competitive salaries--based on salaries, it is difficult to even attract good people. 
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429 Holding managers more accountable for completing yearly employee evaluations would dramatically 

impact morale in my opinion.
430 ODOT is far too "level-conscious." People at the top are insulted and consider themselves above the rank 

and file. Too hierarchical--almost para-military, "chain-of-command" attitude. Old fashioned--17 
signatures on a form to buy a pencil. 

431 increase pay. More mangers like mine :) 
432 ODOT is very much a "family." It takes awhile to break into the family, which can be difficult for 

newcomers, especially those joining later in their careers. But as a family, ODOT looks after its own. With 
the new director, I really feel like the department is back to being supportive for its employees, willing to 
"go to the matt" (no pun intended) for us. The "Warner Years" were atypical. While the pay and benefits 
are substandard, if employees feel appreciated and supported, they will stay.

433 Promotion given to employees that constantly work above and beyond what is required of them. 
Promotion made without needing to go through the recruitment phase. Raises given to employees based 
on time with company as well as job performance. 

434 Hire from within before bringing someone from outside. Seniority should count for something.
435 Better pay/ more uptraining to increase skills.
436 Just keep up with training.
437 Salary and wages reclass, and evaluated.
438 Have a more fair career path for the ones that want to excel instead of promoting problem employees on 

a crew. More comparable salary to work sources.
439 Higher pay, better management
440 Higher salary and merit pay increases. Lots of people leave ODOT to go to city or county jobs with same 

benefits but much higher salary. Less waste of resources and more salary increase would result in higher 
employee retention. 

441 Provide compensation commensurate with work performed rather than grouping positions.
442 The wages should be increased by at least 25%. The employees should be able to move easily from 

'design' to 'management' position. HR Dept. should be improved. HR is a lot ignorant about many ODOT 
policies. HR personnel, if any, needs training. The managers need to be technically qualified. Many 
persons have become managers from 'back door' during 'reorganization.'

443 In regards to professional engineers, pay more commensurate with industry standards. 
444 Increase salaries. Keep more work, particularly the more challenging projects, in-house. Improve work 

space conditions i.e. personal offices, more modern furniture, etc. Be more competitive with private 
sector. 

445 Pay equal or slightly above the private sector for all positions or improve the retirement/medical benefits 
instead of taking them back. 

446 The biggest complaint I hear is salary; especially from employees on the west side of the state. Thus, 
increasing salaries would go furthest to retaining employees. Similarly, no reductions in benefits will help 
in keeping people.

447 1. Pay our maintenance workers more (esp. at the bottom of the scale) 2. Make work zones and snow 
zones safer. Not ODOT but the public. 3. Re-class GPC 2's and EPC 3's. 4. Pay our maintenance crews 
more when they work on the freeway. 

448 Stabilize the retirement program.
449 ODOT still has too much "red tape" bureaucracy. The system can be painfully slow and unresponsive due 

to excess rules, steps, pass throughs, this can make some jobs in the process stressful which may lead 
to retention problems of personnel wanting to continue in that position or leaving service altogether. 

450 Increase pay rates, expand benefits package to pay full medical, improve retirement program, or choices.

451 Provide comparable benefits/pay to what folks are getting when they leave state employment to go to 
work for a consultant on ODOT projects. Pay is +/- 25% higher and ODOT is paying for it, but with all 
kinds of consultant profits/overhead as well.
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452 I feel that the wage freeze caused some damage. The bridge partners are paying their guy that has the 

same job as I, $80,000/year. I think that there should be pay increases for senior exp. Personnel. 
453 Better pay. Better training program to give less educated people a chance to make it. 
454 Better pay, better retirement.
455 Increase pay 20% to bring us up to comparable work in other employers. 
456 Regular pay increases. Less out-sourcing.
457 Think ODOT should have a better entry level benefits for young employee, including better pay then to 

keep the good employees be more able to fire the bad ones. People are tired of working with idiots who 
feel way to secure.

458 Continue to offer competitive benefits --up vacation time earlier in the career --promote people, rather 
than making them apply for open jobs to move up --offer 360 degree evaluations, rather than this old 
review.

459 Better pay scale to compete with private sector. It is hard to bring in new college students at the entry 
level as private companies pay more. Also, support positions do not receive the $ or credit for their work.

460 Better pay is needed. Retirement system should be left alone
461 Ensure pay ranges and work responsibilities are comparable to other public agencies. We continually 

lose staff to the city of Salem and Portland because staff can earn more but have less responsibility.

462 Increase pay more often, to reflect the cost of living.
463 1. Stabilize PERS as a defined benefit. Do not go to 401k. 2. Increase pay for employees with higher 

education levels and skills to retain them and their experiences.
464 Better pay. Include more people in decision-making process. Promote from within when possible.
465 Better salary opportunities, raises, etc.
466 Stop messing with retirement benefits. Become aware of comparable pay for similar jobs outside state 

employment. Remove the cap on classification steps. Offer more promotional opportunities. Return the 
medical benefits that use to exist. Make hierarchy obvious, responsible, able to make decisions without a 
bureaucracy of layers i.e. do away with the overhead of committees. Can't these people make decisions? 
Return admin support to the workforce. Managers (and the rest of us) are now performing clerical and 
accounting tasks instead of or in addition to the technical tasks that we were hired to do!

467 Continued development through new training and cross training opportunities. Also promotion from within 
workgroup of qualified workers.

468 keep up with inflation on pay. Cost of living is going to up but pay is not. More recognition of a job well 
done

469
470 competitive pay, safety buildings & customers who got out of line, job rotations so people can learn other 

departments and understand what they go through.
471 better pay + recognition. Promote
472 training + continuing education is important. ODOT should support organizations (IRWA) that are striving 

to provide educational opportunities. Involvement in the organization (IRWA) should even be encouraged. 
Budget reductions, particularly in training has a negative impact. positive reinforcement of cooperation 
should be stressed. 

473 appropriate wages and benefit packages that are comparable to the private sector
474 bring pay up to what the cost of livings is. And what they pay is outside ODOT no more pay freeze.
475 pay scale needs to be more comparable to private sectors with more steps & opportunities  for 

advancement. There should be somewhere for advancement to occur, especially in lower-level job 
classifications.

476 higher wages
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477 quit threatening people w/ taking away benefits. Quit messing with retirement program. Quit contracting 

out our work to people who cannot deliver the finished product which inevitably ends up back in our lab. 
Pay employees the same as their counterparts in the private & public sectors reward performance w/pay 
increase not stupid pieces of paper quit dumping projects on people w/o providing adequate time for 
delivery. quit holding employees to higher standard of professionalism than other government & private 
agencies. quit taking the attitude that you are guilty first + innocent second w/ complains made about 
employees.

478
479 recommend pay increase, also more employment to cover work load
480 be a successful recruiter. Be intuitive when interviewing . Salary scale needs reassessment for certain 

positions.
481 increase compensation to compete with local agencies + consultants, who have been hiring away 

experienced ODOT personnel
482 Salaries need to be higher and managers need to be given more discretionary authority over merit raises. 

Workloads are too great for some - they stress out and start looking elsewhere. Some sections/regions 
need more FTE to balance workload.

483 a more competitive salary scale
484 Do not have DAS look at reclassifications - someone who is familiar with the actual job duties should 

review position descriptions.
485 Improve pay. Better communication from top (esp. region manager). Use staff - and don't just shoot from 

the hip. Really do teamwork - don't just mouth the words. This requires communication and inclusion in 
decision-making.

486 1. Compensation is lower than at many "competing" employers - we don't need to be the highest, but 
some staff have left for $20K annual increase, with similar benefit packages. 2. Amount of work for staff 
is too high. Relates to compensation - more money for more work OK; more work without $$ not so great. 
Also work so much it cuts into quality and adds to stress at work and home. 3. Much work is being 
contracted out. I support that concept, but staff needs training in contract/consultant management. Also 
some functions really can't be contracted and we do need some more staff in certain locations because 
of the workload.

487 Higher pay (comparable to other public agencies). Cost of living pay adjustment for working/living in 
higher cost community (Portland metro area, no parking) Less out-sourcing of work to private sector.

488 Provide adequate, consistent, well-trained support staff. Insufficient support staffing forces professional 
staff to spend too much time (& money) doing clerical tasks. Frequent turnover of support staff leads to a 
lack of well-trained assistants and too much time (& money) spent on training new people.

489 Increase pay. Increase flexibility regarding home/work balance (e.g.. Flexible hours of work)
490 Bonuses for longevity of service 2x/year
491 Succession planning. "Deputy" management positions. Getting rid of bad and underperforming 

employees. Greater differential between low and high level staff in pay, title, and work. Merit increases, 
only for a select few.

492 Some managers are very good and others are very poor (and it is well-known who they are). ODOT 
needs to recognize that if a manager is poor, the agency will loose a measurably higher number of higher 
qualified staff. In essence, if a manager is poor, they should leave the agency.

493 1. I appreciate the flexibility I have enjoyed with regard to working part-time and setting my own hours. 
Lately that flexibility has decreased due to added responsibilities. For me working part-time is what has 
kept me at ODOT. I would consider leaving if I am forced to work full-time. 2. I appreciate the changes 
made as part of the recent planners series review and reclassification, and my own promotion as a result. 
I was applying for other jobs before this happened and have decided to stay on for now as a result. 3. I 
would like to see more opportunities to attend training and conferences out of state.

494 Improve pay scale to allow increases
495 Recognize in an appropriate and timely manager more of the "unsung heroes." Management should take 

steps to make efforts to attend public events where employees are being recognized.
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496 Better wages. More employees to help get the work done in Region 1.
497 Cut down on picayune administrative requirements - e.g.. Timesheet details. Get rid of slouch employees -

which makes productive employees feel "why bother"
498 Do more to help people become registered. Higher pay to attract and retain employees
499 Increase pay to industry standards comparable to other ODOT positions such as federal DOT and other 

states. On average in some positions are underpaid by 35%.
500 Stop cutting benefits and retirement and keep raises on schedule with inflation at least. Provide more 

TMAs (crash trucks) for roadside workers.
501 Competitive pay and coming out of the dark ages in using modern technology i.e.. Laptops with all forms 

used in the field.
502 Pay equal to "direct" peers (or bride del. Partners)
503 Increase in pay; more recognition more positive work environment
504 More pay to keep up with inflation and continued health care provided to employees. Per my opinion, not 

many employees have left DMV-HQ in the whole  ten years I have been here. Here at DMV-HQ 
employees leave due to retirement moving, better paying job and husband has been assigned a new out-
of-town job.

505
506 I'm paid about 1/2 the pay I made working at a private company. For the amount of knowledge and 

responsibility required the wages are low. Working in the same title anywhere else in the state you do 
less or make more. Makes no sense to me. We are limited as far as classes or promotion because there 
is little or no time to attend classes that may aid promotion. It seems that if you have a family member 
here it doesn't matter your knowledge base. They take precedence over the average person. It is never 
discussed that you may be promotable and what you can do to become so. I have to admit the wages are 
the big thing to me and at my level are at or below poverty level.

507 More support within conflict resolution with others.
508 ODOT needs to encourage employees to seek higher education. For example, I'm a low-level manager at 

DMV, I'm working on my Master's degree, but my manager won't approve paying for classes in public 
administration because it "doesn't relate to my current job" so no support!

509 Compared to the private sector, jobs just above the O52 are significantly underpaid. When an employee 
still qualifies for some type of public assistance, there's definitely something wrong.

510
511 At least see that as a state employee we are paid at the federal poverty line or above, which is $2157 per 

month. This is hard work mentally and physically and we are paid as peons!
512 Treat us like we are important to DMV and separate us from ODOT. Everything we get is directed to 

ODOT highway workers, not office workers. Even the drive award is mostly for men working outside not 
for DMV employees who is mostly women working at the desk. Raise our pay at DMV to match other 
agencies or our job level like O52 should be etc.

513 Increase wages, easier retirement program
514
515 Better pay. Hold people accountable for their actions and lack of attendance. DMV HQ is not fairly 

balanced with gender/race. Typically women hire women. There are a few units that are all women. When 
men complain about being discriminated against, nothing is done. It is definitely reverse discrimination.

516 Stop all the micromanaging. Listen and communicate to your employees. Recognize your employees. 
Give them better training opportunities to fit their likes and needs. Quit taking FTE resources and piling 
on more work. Give better pay increases that fit the needs of rising costs.

517 Institute succession planning at DMV. Identify employees with leadership ability and develop them. Allow 
more decision-making - not as much top-down management. Provide a professional atmosphere for 
analysts allow them more decision-making authority. Institute a reclass evaluation for processing 
employees. Pay 1st level managers more and expect more from them.

518 We work in a very static organization. If you do not bring skills with you to the position, you will not get 
them here. People are pigeon-holed with very little chance for mobility.
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519 When you are a long-time employee and do not wish to go into management and are at the top of your 

pay range, I feel when you do good quality work you should still receive some type of compensation as a 
show of acknowledgement i.e.. Salary increase of some type.

520
521 Higher pay, reclassification of various clerical positions.
522 Created positions currently focus on the facts that you will be rotated within your unit as well as other 

units. There are those that like that, but there are those that want to learn the position they apply for and 
specialize in it, not enjoying being rotated all the time.

523 Recognizing good work, rewards, etc.
524 Higher wages, higher wages, higher wages.
525 Higher pay. More value on experience than on college degrees. Stand behind ODOT employees. Not a 

case of always private sector being right.
526 I really can't answer this as I haven't been here long enough o have an opinion on many questions in this 

survey.
527 Have more rotational/developmental positions at all levels, including engineering specialists.
528
529 Pay should be increased to at least match the private industry.
530
531 Most of the design work has been given away at a more costly rate. Employees are just doing their jobs - 

nothing more. Worst morale in 22 years. Cant' wait to retire. No respect - only questions when materials 
do not pass. Lack of respect.

532 Better managers and competitive pay for engineers.
533 Some people do not like to work with women and put them down in front of others. When it is brought to a 

supervisor's attention, little or nothing is done  by the supervisors or HR. Then I look like a troublemaker. 
Also, if employees were paid more they would be less likely to leave. As of right now, I'm being paid $15-
20000 less per  year.

534 Use internal resources for higher positions - try recruiting within the department first. Encourage 
employees to take higher positions and be supportive of their career development. Provide good strong 
mentoring programs. Create cross-training opportunities. Recruit open-minded managers.

535 Bruce Warner, former ODOT director, destroyed ODOT by "reorganizing" the agency in 2003 an left for 
PDC (Portland Development Commission) without being held for responsibilities. An appropriate action 
would bring ODOT employees back.

536 Increase salaries for technical positions, similar jobs with private companies pay much higher. Set 
reasonable timelines for challenging designs/projects so we can keep the design in house v. consulting 
out. Better project delivery leadership so reasonable project goals and deadlines can be set. Need all 
technical disciplines to be fully staffed so we can support each other in project development. Bring back 
the 5% PE differential.

537 ODOT needs to seriously rethink the reorganization it has gone through recently. This change has 
resulted in consulting out a lot of good work at a cost that is about 3 times that of doing it in-house. 
Morale is the lowest I've seen in my 22 years with ODOT. Most managers are inexperienced. This is an 
engineering/transportation organization that is run mostly by non-engineers who don't have a clue about 
our business!

538 Matching pay which reflects national pay scales. Of other state's DOT organizations. No more pay 
freezes - that idea has caused too much damage already.

539 Increase salaries.
540 Treat them like valued employees, not resources to be used. In the last five years, Region 1 management 

has: 1. stopped the wellness program 2. stopped the exercise program. 3. severely restricted or 
eliminated flex time 4. prohibited part-time work for new mothers in some units but not in others 5. 
reassigned positions with apparently no thought to balancing the work force.

541 1. keep challenging work in house 2. coordinate sharing of work between regions 3. stop competing with 
other regions for resources 4. leave us alone to do our work 5. don't pester us with things unrelated to 
what we are hired to do
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542 Bring up salaries comparable to the private sector --create advancement opportunities for professional 

engineers and other technical disciplines --provide adequate resources for the in-house projects --have 
upper management more involved and supportive to the front line folks

543 ODOT is a stifling agency to work for. Prior to my current position I worked for TPAU in transportation 
development. While there I would have to say my overall experience was of being treated rudely and 
inconsiderate. The unit manager was absolutely clueless about the technical aspects of modeling, and 
the team leads (one in particular), would hide his ineptitude by arguing with staff and excluding other 
team members based on personal bias and insecurities. The unit manager tended to ignore the technical 
competence and personality flaws of his TE2s as they mismanaged, micromanaged their projects to the 
ATE and TE1s. This set the stage for bullying. It was also disheartening to see a guy who is dating the 
daughter of the modeling team manager hired to do his work at $15/hr with no experience.

544 Raise engineering salaries. We can't keep good PEs. Morale is painfully low following the reorg. Folks in 
our unit work in small groups and don't interact with folks from other groups--we could learn much from 
each other. 

545 Give managers more ideas on how to recognize ee's. Give managers more budget to recognize ee's.
546 Increase pay. Provide bonus. Budget for office party/outing.
547 Pay scale needs to be redone. Current pay scale rewards long term "stagnant" employees, and punishes 

newer employees (especially when they promote). Newer employees can often make less than older 
employees that are 2 and 3 levels lower than them. There is also something wrong in the fact that 20 or 
30 people will be applying for low level jobs and only 2 or 3 people will be interviewing for high level jobs. 
ODOT does very little interviewing for high level jobs. ODOT does very little to encourage people to work 
at promoting. The PE retirement has also blocked good people from promoting. Manager pay is not what 
it should be and the quality of management has deteriorated because of it.

548 Provide as much training as ODOT can. Always helps to keep people up to date and motivated to 
improve and move up the chain to a better job. 

549 1. Match pay and benefits of private sector. 2. Stop doing all the reorg of the agency since many folks are 
now in position they do not like. 3. Stop making decision based on politics only when engineering 
judgment is in direct conflict. 

550 Increase pay!
551 More design "in  house" instead of oversight of consultants. Could retain more employees and attract 

employees from outside. 
552 There is a general morale problem, not just at ODOT, but at all state agencies. It began with the 

completely unnecessary wage freeze, the series of illegal changes to the PERS system (most were 
eventually overturned by the courts), and the proposed roll-back of wages by $500-700/month after the 
pay freeze was lifted. Combine this with the buckets of money ODOT is hurling at consulting firms and 
the message is clear--we are not valued as employees. The message is further compounded by the 
promotion of managers who support the current, unstable business model. Many, if not most, of these 
people lack managerial and interpersonal skills and were only chosen for their ability to drink the 
corporate Kool-Aid. If you want to retain employees, try treating them with respect.

553 Raise the pay scales above cities and counties.
554 offer higher steps to incoming employees, reduce # of steps in salary (less time to get to the top; may be 

5 steps instead of 9), reduce consultant workload~bring back design to ODOT!
555 Establish a much-improved employee recognition program!!, either stop over-paying consultants who 

persistently perform poorly or pay us a comparable wage and keep more the work in-house!, please seek 
the advice of those employees directly affected by broad-brush policy changes before management 
makes them!, please provide additional budgets for training out-of-state, since our training programs are 
so incredibly limited!!, recentralize vital technical disciplines, stop "hoping" to fill Region vacancies that 
have been vacant for years and let us get back to work!!

556 ODOT has to provide better starting salaries and opportunities to college graduates or they will not be 
able to compete with private sector or other agencies. They perception now is that new college grads 
coming to work for ODOT are from the bottom of the barrel. 
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557 I've find that if a person does well at a lower level that has previously been hard to fill, the supervisors do 

what they can to keep you there--i.e...... not promote you any where within the section. I feel they should 
be instructed to promote within when possible, even though it means some training. (The ones pulled 
from the outside have to be trained too.)

558 Get employees input/ideas on changes, obviously pay increases would keep people from going to private 
jobs.

559 1. Increase the amount of cross-training amongst employees-encourage them to get out of their personal 
box/cubicle 2. Evaluate the work done by individuals-if an employee is asking for more work, they can 
probably do it. 3. Encourage employees to try something new-try a two year rotation on 50% of the jobs in 
R/W-you may be surprised at the number of intelligent, capable people you have here! 4. Training as a 
whole needs to be addressed.

560 Encourage staff to train upward if they have the skills. Ensure that employees are challenged. Offer paid 
college classes in exchange for retention contract (1 yr college = 5 years future work for ODOT or 
something similar)

561 1. More flexible pay scales, higher wages for some 2. Recognition of use of skills not required by job 
description. 3. Recognition of performance, not status. 4. Break Rooms, rest areas, lunch room! 5. 
Handicap access. 6. Hire students, older folks (not just ODOT retirees)

562 Increased pay. I think generally people like working for ODOT. But many people, especially in the 
technical disciplines can make a lot more money in private sector. We can't fill positions or retain people 
for long, due to this discrepancy. I believe it used to be that the trade-off was the great benefit package 
especially PERS. Now that it has been demonstrated that retirement plans can be altered after people 
relied on them, there's not much left to balance the lower pay, other than a good work environment.

563 Provide fair employee promotion opportunities based on fair work performances. Increase the use of 
employees' ideas and suggestions on improving the work environment.

564 Increase pay. Increase the number of managers. Some are carrying loads that render them ineffective 
because of burnout. In some areas, the workforce has been trimmed too closely. Training programs are 
needed and people to coordinate the training programs.

565 The consultants have cherry-picked the best and brightest. Affirmative action has burdened ODOT by 
artificially promoting lesser qualified people and like all state agencies--it is virtually impossible to fire an 
unqualified worker. ODOT must decide if we are going to be an agency who delivers product, or just a 
shell agency who supervises consultants who deliver the product. Then pay the best and brightest and 
promote the best and brightest--and quite overpaying the rest. If you want to retain people, promote from 
within. Don't promote from the outside with a candidate who simply fills a quota.

566 Comparative pay to consultants that ODOT uses. 
567 Higher pay. 1. We lost 3 QA personal at $15/hr so they can get paid $150/hr for the same job under 

contract. 2. We lost 9 personnel at 14-18/hr so they can get paid $25-30/hr for the same job under 
contract. 3. We lost 5 engineers $20-30/hr so they can work under contract $50-70/hr. My job is O51, in 
traffic, geohydro, bridge and the row scanning project (10 person). They are O52 pay, our management 
team would rather spend $150/hr for contractors then boost support staff pay.

568
569 Salaries must be adjusted/increased to both retain and recruit qualified individuals. Salaries should be 

comparable to those in private sector. ODOT has seen many highly qualified employees leave for the 
private sector; recruiting for those positions presents a challenge. State government should strive to be 
competitive with private sector in order to retain and recruit employees. Salaries and benefit packages 
need to be adjusted to begin to match the private sector industry.

570 Keep up with medical/dental full paid benefits. No more pay freezes. More pay.
571 It would be nice to see the managers receive more recognition for their leadership and contributions.
572 Pay the people for the level of work they are doing.
573 Address issues that make people want to leave. This division has high turnover rate and there are 

reasons why this is so.
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574 The recent reclasses resulted in disparate job classes. For example, people at DHS doing essentially 

same work are one class higher after reclass (same as before). Since lateral transfers are good training 
opportunities, perhaps there should be more options for internal transfers before external recruitments.

575 Take care of personnel problems/issues more effectively. If someone cannot do his/her job, take action. 
Incompetence and/or laziness is not acceptable.

576 ODOT made 2 big changes that affected work. First, it decentralized technical staff which limited the 
ability of junior staff to be mentored. Second, it went to predominantly outsourcing which resulted in many 
people's jobs changing from doing work to contract administration. Most people went into their 
professions to do the work not to administer contracts. The outsourcing resulted in an increased need for 
staff in the private sector and a lot of our experienced staff left. 2 things to do: pay a lot more and find a 
way for junior staff to get mentored my senior staff.

577 Higher pay, especially when it's engineers. Cross-training employees so that they can help ODOT in other
areas. More money in the training budget.

578 In my experience so far, I think people are frustrated with the fact that there are many who continue to 
have jobs, yet do nothing to deserve staying in them. Although you see that in the private industry, I 
believe it is less because there are no unions. I believe some people would leave a private industry job for
that reason.

579 I think the biggest issue is pay as compared to what someone could receive in the private industry for 
doing similar work.

580 Flexible work schedules. Appropriate wages and opportunities. Genuine employee involvement and 
recognition - inclusion in decision-making regarding activities that affect their work. More formal team 
development and communication training and action. Less red tape for job development/rotations.

581 Adjust engineering wages to compete with private sector and other public agencies.
582 Pay compensory with performance. Opportunity for advancement or promotion.
583 Increase pay, recognition (award time off). Make managers take management training, interpersonal 

skills, etc. Allow more flex schedules, telecommuting.
584 Increase wages, long-time employees took a 6% cut in their retirement with the PERS reform so there is 

no incentive to stay (no match). There was a step freeze and outside consultants make 50% more for 
equivalent jobs.

585 Competitive salaries with private sector and other local agencies. Less stress.
586 Increase pay. Encourage professional growth. Apply licensing regulations logically e.g. why does a non-

designer need a PE. As a non-PE, I feel like a "second-class" citizen, despite the fact that my job does 
not involve work where the law requires a PE. I am very unhappy in my job and actively seeking a new 
one.

587 Wages need to go up in response to equivalent consultant wages. Better training in collaboration and 
consequences for individuals not performing.

588 Higher pay. More staff.
589 Work load leveling - when a merit increase is proposed, take the time to consider the request; make 

budget available to compensate for extra effort.
590 Increase salaries, incentives, motivation. I have been here 1.5 years and I still don't feel my position adds 

value to the organization.
591 Higher pay scale.
592 Need to have higher pay.
593 Be flexible as to work schedules. Offer training opps. Share savings resulting from innovations as 

incentive to innovate.

I-28



Appendix I
Employee Survey Comments: Ideas for Enhanced Retention

No. IDEAS
594 Mentoring programs. Outsource Human Resources - the group we have currently is primarily 

incompetent and completely ineffective. Only the few training staff offer any real value to ODOT - it's time 
to cut our losses and get a functional HR system focused on recruitment and retention and training. 
current HR is primarily focused on labor issues and discipline - completely unbalanced in how they are 
staffed - need real recruiters (marketers) who understand the business. Model for HR: RECRUIT - 
Market ODOT as employer of choice; find the right people the first time (attitude, aptitude, behaviors, 
skills) with every aspect of hiring process tied together --> TRAINING/DEVELOPMENT - provide effective 
development/training: OJT - mentoring; real training budgets; professional subscriptions/organizations; 
leadership; accountability; good management practices; communication --> RETAIN - incentives; 
bonuses; pay for performance; recognition (effective); leadership; accountability; good management 
practices; communication. Staff the above fully then only need a small team centrally to deal with discipline

595 Employee recognition is low or non-existent. Pay for technical employees is far behind other 
organizations and about 40% below what consultants get. ODOT technical employees are more 
experienced and know ODOT's business better than consultants and receive much less pay.

596 Raise wages, come up with retention things like insurance paid on retirement based on years of service, 
sick leave hours, extra hours of vacation past 20 years, allow people to save vacation hours so they can 
be sold at retirement or once per year at Christmas or summer. They should be able to sell up to 80 
hours per year.

597 Better pay. Larger working space. Break rooms. Better insurance - more choice and better insurance for 
retirees.

598 ODOT pay in the Portland area is way below cities and businesses for civil engineers and technicians
599 ODOT is a great place to work, my job is the best I could ever hope for.  Pay - Fair pay and benefits are 

lacking.  Open support from our leaders in recognizing our contributions and pulling ODOT out of DAS to 
fairly compensate would go a long way

600 Encourage managers to acknowledge and recognize employees.  Promote positive workplace 
environment.

601 Better salary, we are losing folks at an alarming rate mainly due to lower salaries than other municipals 
and the private sector.

602 Although pay is important to surviving in today's economy; job atmosphere is the utmost.  I see a very 
depressed bunch of wonderful people.  There is no creativity or enthusiasm for their employer, this 
creates unproductive behavior.

603 Promote the work we do at high schools, advertisement, improve wages, compensate for req. ppe
604 More competitive pay, better office environment, bring back the wellness program, more training 

opportunities for advancement within agency, tuition assistance for outside learning, provide 
reimbursement for required professional registration

605 The main concern that I and many of my co-workers have is the salary.  We all feel that we are 
underpaid, however we have excellent benefits.  I feel that majority of people staying here are those who 
are nearing retirement.  I am seriously considering leaving because of pay

606 Something needs to be done to bring pay into line with industry.  The several yrs of gov. freezes really set 
ODOT behind especially private industry and other jurisdictions moved ahead.  Pay Med. of dental 
insurance prems as a benefit upon retirement, this would provide incentive for employees to stay with 
ODOT for the long term.  Do more AP rather than OC recruitments, to promote and advance within.

607 Better pay
608 Keeping flexible with people - as some of us approach retirement age, working part time is an important 

option
609 Pay more in line with private enterprise.  Perks
610 1) Pay for knowledge skills, 2) Allow individuals to present ideas and act upon them 3) Stop micro-

managing 4) Get rid of the "old boy" system 5) Promotions based on skills and knowledge not on who you 
know 6) Reduce upper managers, increase workers

611 I think they do a good job at refresher courses and that says it all
612 Telecommute options w/ appropriate follow up / accountability.  Early resolution of personnel / HR issues. 

More positive reinforcement assisting in keeping morale high.
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613 Higher pay
614 I think some of the coordinators, do not do there job as efficient as the managers do
615 Raise pay! Pay personnel for CDL or other licenses and conditioning ed classes.  Also cola should catch 

inflationary rate
616 Complimentary and related shops to having more cross training
617 Pay comparable to private sector, better retirement program, safety awards, better public relations 

program, more employee recognition
618 Many other agencies or public work sectors are being financially compensated at a much higher rate, 

many ODOT employees are leaving and going to work at other private or public agencies, not a good 
sign.  If the financial compensation would increase the ODOT employee retention rate would be in a 
better position

619 ODOT needs to address internal actions - before external.  Meaning ODOT does not practice fair pay for 
equal work.  Nor do they afford the same advancement opportunities for women and minorities as they 
do for men.  ODOT needs only to look at the number of personnel changes within it's own, internal civil 
rights human resources depts. to see how lack of strong leadership has "trickled" down to the "everyday 
Joe" to find ODOT is anything but an equal opportunity / employer.

620 ODOT has experienced significant personnel turnover in the last several years in the part as a result of 
statewide reduction in retirement benefits.  Pay scales are materially are marginally lower for within 
ODOT.  Most technical and leadership positions compared to equivalent positions in private industry and 
similar agencies (especially local city and county agencies) re-adjustment of pay scales within' ODOT 
should significantly increase employee retention.

621 More money, never should have let pers get raped need better health benefits.  I will never encourage 
anybody into an entry level position with ODOT

622 The cost of living in Region 1 is so much different than in other areas of the state.  This disparity only 
compounds the lower than average pay.  How about a pay system that adjusts the scale for employees in 
metro area with higher costs of living.  The other thing is that I just feel beaten down, it seems that if 
ODOT really coarse about its # resource (it's employees) then they would have taken a pre-active 
approach 3 years ago to prevent the mass exodus instead of waiting until today to ask the employees this 
question.

623 Remove ODOT employees from DAS regulations so pay for tech employees and managers can be 
adjusted to match other public agencies, City of Portland , Port of Portland and private consultants.  Have 
additional compensation for dangerous working conditions (working near highways) remove lower steps 
in pay ranges and adjust pay ranges so a promotion will not result in just a $3.00 raise in pay.

624 Don't tie employee salaries to what the Union dictates.  Let my manager establish pay based on my 
performance not on how long I've been at ODOT

625 Reward employees for doing dangerous and off shift (night work).  There is no difference between 
working regular shift and working nighttime and on the highway where danger is highest.  It is just 
expected that I will do the required work without my input.  Make people feel like they are a part of 
something bigger - not just a person filling a position that is there provide a product.  Encourage 
employees to think outside the specs and regulations - allow personnel ownerships on things we do.

626 Increasing our wages to be equal to that offered by other local municipalities (county, city, etc) would 
definitely help.  It is hard to stay with an organization when you know that you could be making at least 2 - 
3 times more an hour someplace else

627 Provide comparable pay with other agencies such as city of Portland and consulting firms.
628 ODOT has vacillated for years on obtaining decent wages for its employees.  They always hide behind 

DAS or the governor to explain the lack of success.  And they fail to recognize the different working 
conditions in Reg 1 and parts of Reg 2.  Many of the good horses have left the gates.  Somebody better 
figure out a way to close it quick.

629 1) Make PERs effective 2) If employees get medical elsewhere provide 100% release of funds to 
employee if desired
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630 Here in Region 1, which is the Portland Metro area, in our line of business you are competing with other 

local government agencies and private consulting firms for engineering and engineering related jobs.  
ODOT has not been able to compete in the salary packages offered for engineering and  engineering 
jobs.  ODOT has always been lower.  Also, salaries probably should be regional as the Portland Metro 
area is the most expensive to live in, particularly where residential homes values are concern.

631 1) Pay and benefits comparable to other private and government agencies (get ODOT out of DAS) 2) 
Internal employees going for promotion should be able to negotiate same as outside people interviewed 
(i.e. if Internal and you get the job only allowed on step increase outside can negotiate to top step) 3) 
Promote ODOT as an organization 4) Pay equity for work done (example CPM and PL do same jobs, pay 
way higher for CPM because it requires PE however in private sections PE not required and pay is higher

632 Less stress for someone who wants to work
633 increase wages
634 Promotions are given to unqualified employees and training of new employees is done by unqualified 

staff. Team leaders in my work area are a laughingstock!
635 I was hired during a pay freeze at the bottom of our pay range. Now that the freeze is ended, new 

employees with less experience than me are being hired at the same pay, or higher than me. There is 
little to no action taken by my immediate supervisor to compensate my performance throughout my 
career. There has been a lot of specialized training invested in me with little compensation. ODOT needs 
to recognize those employees who have been dedicated to their jobs through the bad times in the past. 
There is little they have done to encourage employees to remain here. Medical benefits are the main 
reason for me to stay, mainly for my family. with the specialized training, and my Bachelor's degree, I 
could easily find work elsewhere, however I am hopeful ODOT will recognize this and do the right thing 
for employees at lower pay rates.

636 Raise lower end of starting wages. I believe the top end is fair in our location. Special merit increases 
have turned into a thing of the past. Our rewards program is a joke based on upper management/HR. 
Limiting # of Driving Force awards.

637 STEP increases. More pay for employees.
638 Most pay scales are based on time at job, not personal ability, and people are getting overlooked due to 

having a hire date during a pay freeze. We now have new hires coming in making more money than long-
term employees. I personally will not stay and train new employees that make more money than I. I will go
back to the private sector and work. We have a merit system that is not accessible to anyone per our 
managers.

639 ODOT needs to work harder on retaining the expertise it has. ODOT spends more time and money on 
recruiting new employees who come in at higher paying levels than employees that are already with 
ODOT. ODOT needs to offer better benefits for employees and fight to retain them. Recruiting needs to 
be done fairly for people already in the position doing a good job. ODOT needs to recognize skill and 
ambition not just degrees.

640 Comparative compensation to similar jobs in professional fields. Maintain health benefits. Develop 
wellness programs and other incentive packages.

641 Open communication policy on internet use to allow greater use - align with DAS policy. Reinstate cross-
team communication - eliminate top-down management structure. Upgrade retirement package - offer 
expanded monetary benefits/compensation which are equitable with other progressive employers. 
Increase vacation 250hr cap to 350. Be more responsive to union issue and implement equitable 
remedies. Put employee morale and health as a priority - provide fitness programs. Stop excessive 
contracting out, state employees have more local experience, expertise and more cost-effective than 
consultants.

642 Give more attention to employees. Gauge their satisfaction, ask more questions from them, and try to 
implement them or some constructively.
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643 We keep getting more and more managers and people supposedly reviewing our construction projects 

but the plans and specs still have a lot of screw-ups but nobody takes ownership. And we have less and 
less people inspecting the jobs and with the plans and specs getting worse, it even makes our jobs 
harder. so quit adding worthless managers and put more money into the worker bees. Like why are the 
managers getting another raise??

644 Higher salaries is about the only area to improve.
645 Competitive pay scale with other agencies and private sector
646 More integration of planning into an engineering/construction focused department. Competitive salaries. 

More advancement opportunities that are not management e.g. more Planner Ivs
647 Pay increases of 3% after 6 months of trial service. The raises are slow and delayed.
648 Better benefits and higher pay; more on the job training and development; less managers and more 

communication. Less money spent on surveys that do not mean a thing. From a taxpayer, I find this a 
waste of money that could be used for funding a road project.

649 Generally the pay needs to be comparable with local governments
650 Balance work load better. Increase pay - we have trouble filling positions. Better building facilities - our 

building is out of date, we have safety issues in parking lot, lots of trouble with "neighbors."
651 Avoid the situation of the mid-1990s where state government pay was frozen and private sector pay was 

exploding.
652 Recent wage freezes created financial crises in many households - bad strategy. For professional 

planners outsourcing is a debilitating practice. Time spent contracting could be spend planning. Increases 
costs trade-off for "objectivity" that is actually less available in the private sector than in practice of most 
public sector planners.

653 1. Ensure that pay and benefit packages are comparable to other government agencies, such as local 
government (not just other states). 2. Provide comprehensive training for employees based upon their 
skill level and positions, especially new employees. 3. Help ease transitions for employees when there is 
a reorganization for example - more $ needs to be spent after the actually physical move of people.

654 More training opportunities. More flex time. More telecommuting (to be more productive and be under 
less stress from workplace noise and interruptions)

655 One or two additional IS ratings.
656
657 Recognition for a job well done is always appreciated.
658
659 Information systems salaries are lower than private sector and so an increase in pay would help with 

retention.
660 Pay more in line with market rates. Increased incentives, recognitions, bonus possibilities.
661 To make ODOT logo gear available for all employees to purchase at discounted rates.
662 Spend more effort on providing health and wellness time, like time for exercise, benefits for off site 

programs or areas equipped for exercise at work. Also off work training for non career education like 
furthering a bachelor's degree with financial aid.

663 Better balance between: some positions that need more education than necessary, a relaxed email 
policy. For those of us that commit >1 hr to work an email is sometimes the fastest way to communicate 
with family members, and some positions require more knowledge than posted in the job description. 

664 Better wages and recognition of staying with ODOT. Better recognition to all employees for work well 
done.

665 Balanced workload--get more FTE or decrease deliverables, increase timelines, streamline processes, 
incorporate automation when possible, improve processes involving multiple agencies.

666 Try to find a way to pay for performance. We typically reward high performers by giving them additional 
work. Then we don't expect low performers to do any work but we pay them the same as our high 
performers. This leaves very little incentive to be a high performer once you have reached the top of your 
career path.

667 Pay needs to be made consistent with private sector rates for similar work.
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668 Increase salary, there are a lot of other alternatives, esp. for engineers, where they can make more 

money. Also, the one thing that keeps people here is benefits. As those disintegrate there is less 
incentive to stay.

669 Increase pay.
670 Much higher pay for credentials required.
671 More in-house work (projects). Employees feel that all of the career-related work is outside the agency. 

You can't grow and retain knowledge just with reviewing others work. You need to do it too. --Related to 
above--> More upper-level management support for in-house work. Outsourcing is a tool-->not an end-all 
solution. 

672 Better pay and opportunity to advance. Better opportunities for different work situations to fit personal life 
and location (e.g. telecommute job share). My retirement is the only thing that keeps me here, but as an 
engineer, if I were younger, I would be gone.

673 Need higher pay brackets, at least for technical positions (i.e. engineers). The only reason I am happy 
with my current salary is because I am at the top of my bracket. In a few years my pay will no longer be 
acceptable.

674 Addressing compression issues in pay.
675 Higher pay?
676 Increase pay scale.
677 Better pay--ODOT is one of the lowest paid DOTs in the nation!
678 ODOT has driven the historic knowledge out of the agency and burned the bridges as the people fled. 

Now we have very few left to pass on the "how to" which leaves new people to fend for themselves. They 
have two choices, make up ways to do their jobs or leave in frustration. Those of us who have been here 
a while shake our heads and count the days until we can leave with what's left of our pension. It is very 
frustrating for senior members of staff to have to put up with new management who want to change 
everything because they don't know their job or even policy directives, etc. of the agency.

679 You would get better applicants if you paid them better to match their skill level instead of just bringing 
them in at a low level.

680 Increase in pay to retain managers and coordinators.
681 More pay, keep health benefits. 
682
683 Favoritism is accepted.
684 Higher pay for the kind of jobs that we do.
685 No ideas.
686
687 Trust the employees more--there are too many restrictions on time and activity. Employees do not feel 

that they are valued or respected. And they need to be paid more. DMV pays the lowest of all state 
agencies.

688 Make pay for licensed/skilled managers more commensurate w/ private sector.
689 Competitive pay and benefits to private firms, more accountability for job performance (take measures for 

low performance give  high marks, rewards to high performers), and do not reward just because they 
have been at ODOT for X amount of years. 

690 Training, training, and more training. Need maybe a couple of instructional videos, maybe someone 
specially trained in our area…Some more compensation would also be nice.

691 In my department, it's definitely training, recognition, clear paths to growth opportunities and 
advancements; these things are lacking in my opinion. There is also lack of ownership and thus, pride in 
our jobs. We are not empowered to use our abilities and skills to contribute in a meaningful way; 
contributions are not encouraged.

692 More meeting and training for all. Standardized training, manuals, etc. 
693 Employees need more structured training when hired and this training needs to be continued throughout 

their career. I wish there were more opportunities for learning about certain aspects of Motor Carrier such 
as an OD which could help me better serve our customers.
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694 Make starting pay levels more flexible. Make it easier to give merit increases on existing employees' 

salaries. 
695 Better pay and benefits.
696 Better wages to start out with. 
697 Better wages!
698 Differentials for Portland metro area-on call pay for supervisors/managers' teams. 
699 More pay.
700 Internal job opportunities-promote from within first. If no good candidates are found, then go outside. We 

lose a slew of great people because we do not do this well. 
701 Ensure employees are sharing in the decision making and are included as stakeholders.
702 1. More balance is needed between workloads of similar employees. 2. Need to actually "partner" with 

other units in the agency to best take advantage of expertise. 3. Signing bonus. 4. Increased benefits. 5. 
Need perks more like Google employees. 6. Need cash incentives. 7. Needs more levels of pay within 
same classification (topped out at top of scale)

703 Pay or prevailing wage is a consideration--but more important to me is the feeling of being valued, at 
present the benefit package is good at ODOT--if that changes I feel more people will leave. Personal 
agendas of some, leave a lot to be desired--I would like to see ODOT not under DAS. That would bring 
us together more-and in the long run help to hold good employees together.

704 Cost of living raises.
705 Establish and format a "Career Ladder Plan" and a formal educational program that will benefit both.

706 Not be so bureaucratic, and controlling, make sure there are career ladders up, including into 
management, ask our opinions more, and make us feel part of a team.

707 If I am only getting comparable benefits, pay them comparable wages for my skills as one would make on 
the outside. Start off with the assumption that we are all adults who can make decisions given knowledge 
of the goals, values, etc. of the business. The more people can make decisions, then the better chance of 
retaining them. Even the rules on this survey are childish. Studies show that more people leave their jobs 
because management and coworkers are jerks or their decisions are not important. In other words they 
are not valued. To show value, try more decentralized decision-making and clarify the value behind each 
task that is taking place.

708 Include employees in management meetings and hear from them what really is going on out in the field.
709 Better pay and better advancement opportunities, more training.
710
711 6 month pay increases.
712 1. more advancement opportunities 2. recognition for superior performance 3. opportunities for 

diversifying job knowledge and experience for job rotation/rotation. 4. greater flexibility in work scheduling 
5. ability to have employee ideas seriously considered 6. no group punishment for work group failures, 
find the cause and correct it individually

713 Reward good work. Better pay. More support from management from Salem. More thought out and 
defined work goals, not just knee jerk decisions. 

714 Higher wages and more career advancement
715 Increase pay and increase benefits.  ODOT is decreasing incomes and benefits no longer promises a 

decent pension. Since ODOT no longer wishes to pay a decent pension it is time to increase pay.
716 Better retirement, better pay
717 Increase wages - Increase opportunities of advancement, Fairness in promotion and hiring practices
718 Done lose medical, don't freeze steps increases, don't keep widdling away at our job requirements (like 

pulling over trucks) so we can continue to do our jobs to their full potential.
719 Proper training manual and procedures for position merit pay raises, Termination of insubordinate 

employees (follow through on inappropriate behavior) Continuing education opportunities (foreign 
language instruction), recognition for a job well done.

720 More training - more regular meetings to discuss concerns / safety etc
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721 Increase use of employee unique skills, employee recognition program needed, better training and CE 

opportunities, more career advancement opportunities needed
722 As employees we are treated very poorly by Salem management
723 Quit ignoring people and selecting a few to heap glory on.  Quit looking down on anything but engineering 

and male dominated work
724 Compensation needs to be different.  It needs to be more performance based.  Right now you get to the 

top step in pay by putting in your time.  Employees have no incentive to work harder than they have to.  
An employee with 20 years doing no work gets paid more than a 5 year employee doing all the work, it 
doesn't seem to make sense. 

725 Pay more, eliminate red tape
726 Increase the salary to the levels of other emergency communication centers in the Portland area
727 Cut some levels of management.  We are top heavy like most gov. agencies.  Get better managers and 

HR.  An employee must feel they have someplace better to go other than the union.  I have no trust with 
HR or upper management

728 Employee advocacy - management that really cares about the employees they supposedly "manage"
729
730 Higher pay in 24/7 operations dispatch communication offices
731 Employees need to be heard
732 Increase pay , make easier to get time off.  Stop harassment by managers to employees that need to call 

in sick.  Better supervisors of managers by supervisors.  Promote from within
733 If not better pay, more recognition for job well done
734 Compensation level must be within 5 - 10 perenct of other public sector organizations in order to recruit 

and detain quality individuals
735 More recognition
736 Discontinue consulting out complex projects allowing internal personnel a greater chance to challenge 

themselves. Increase benefits (salary, insurance, recognition program, leave time). Reduce stress by 
staffing at appropriate levels

737 I have an excellent manager but I wouldn't change units because most o fthe other managers put their 
ego before their people.  Only in our unit is there flexibility as far as leave time - wer're willing to work but 
"life" uses up our time.  Many managers don't (won't) let us make up time.  

738 Better pay. Steps more often - maybe every 6 months
739 Pay and benefits should equal the private sector. Employees in PERS, Tier 1 & 2, had reduced pensions 

which many employees quit or retired. Give back what the state stole from employees' pension.
740 Improve employee recognition - pay, benefits.
741 Provide additional needed training/resources to give employees opportunity to perform jobs better.
742 Quit consulting our work out to consultants.
743 Develop a better plan to balance the use of consultants and contracts with in-house project development. 

Our staff is more cost-effective and produces better products. We are a better use of the tax dollars. We 
need to retain a good core group to complete the average yearly work, then use consultants for any extra.

744 Better pay.
745 Get pay & benefits on par with private sector. Get deadwood, slackers and dopers out of the agency. 

Hold people accountable for the quality or lack thereof, of the their work.
746 Better pay.
747 Pay more and fix retirement plan. Fix how management discusses projects and its approach.
748 We know what the going rates are, pay fairly.
749 Better pay. Stop making changes without consulting the people that do the job. Get better programmers. 

Listen to the employees about changes and how to make them work.
750 Higher pay.
751 I think this area is doing well.
752 A higher entry level wage. Due to wage freeze it took 3 years to obtain 1st step increase. With the stress 

level and knowledge needed to complete job $12/hr is not a realistic wage to keep employees.
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753 Better benefits for hard-working employees. Getting a note or a Driving Force Award occasionally is nice, 

but it is not an incentive in itself to do well. Currently, it feels as though effort does not matter; we are all 
going to get paid what we get paid, good job or bad. for those of us who are committed to being above 
average, it is quite defeating. Poor employees in my office have no fear of doing poorly and those who try 
to excel receive little for their efforts.

754 Listen to employee concerns about ways to improve security, allow employees to participate in discipline 
actions.

755 Pay compensatory for position/responsibility. Recognize use of PE license even in positions beneath a 
lead worker who has/is paid for one i.e. pay for engineering work by those who perform it not only those 
in direct responsibility charge. Hire enough people to do the work that needs done - don't rely on constant 
high rates of OT among some employees to keep on with workload.

756 In general increase pay. Specifically, figure out a way to increase pay as a reward for those who 
consistently go above and beyond in the performance of their jobs. Pay people based on their job 
performance and job description - especially true for those who were displaced be reorganization.

757 Increase pay in professional series. Can't attract/retain professional engineers or those with an 
engineering degree. I have trouble hiring!

758 more pay and/or allow overtime pay for indirect (operations) type work. Allow/promote membership to 
professional organizations including trips to national conferences (out of state)

759 distribution of work load
760 Stop messing around with PERS retirement system. Make advancement possible for employees who do 

not have professional registration. Reduce workloads. Reduce overtime.
761 Pay and benefits must keep pace with consultant world and other local government jobs of same class.
762 Pay us appropriately. Do not penalize loyal employees who stuck around during the pay freeze. Those 

promoted within ODOT during the freeze could not get a two-step increase while those outside were 
given better starting salaries.

763 Higher pay. Consultants are offering much more money. ODOT cannot fill positions that come open 
because there are few available employees and the consultants offer better pay.

764 Increased pay.
765 Undo the relocation nonsense our department went through.
766 Competitive pay scale.
767 Get the pay up where it belongs, especially on the office specialists, administrative end.
768 Our entry level planners/ engineer positions cannot compete with the cities and counties in Oregon for 

starting pay. We are unable to fill needed positions, and people are leaving their state jobs for more pay 
with cities and counties. This is creating hardship and stress in our section as we currently have the 
openings we are to fill and employees are struggling to complete their work and fill in for the empty 
positions.

769 Increase morale. Manage supervisor/management rather than ignore, promote or wait for retirement. 
Additional funding and positions to allow success in programs. Executive staff to provide more than "lip 
service" and support major initiatives with FTE, positions, $. salary review and increases. More employee 
support and value; recognition; opportunities for training and mentorship whether in current or different 
positions.

770 Increase flexibility in pay systems in order to lose fewer people (really good people that the organization 
needs) to other employers due solely to compensation issues.

771 Salaries for positions need to be addressed quickly and effectively. We are seeing salary compression for 
managers which makes it impossible to recruit. If we are not able to address salaries we need other 
initiatives whether it is on-site child care, more fund for training, etc.

772 Pay scales should be increased. I took a $1000/mo loss to work at ODOT. Employees need to see that 
action is being taken with regard to poor work habits. Like employees sleeping on the job!
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773 1. The pay scale is a detriment to retaining employees. 2. The hiring process is very cumbersome and 

takes so long that we are continually running on a reduced staff. 3. I think there should be incentives and 
rewards offered that are offered to the public sectors i.e. Christmas bonuses, turkey at Thanksgiving. 4. 
Recognition for perfect attendance and/or exceeding expectations. it seems a number of our staff are 
very needy when it comes to pats on the back. Maybe additional training for management staff to teach 
how to give those "pats." I think they need to hire additional staff as floaters. In our region along we could 
use at least 3 and keep them busy. Nothing brings office morale down quicker than being understaffed.

774 Adjust the pay scale appropriately between TSRs/TSOLs and managers - there is not enough money 
incentive to want to promote to the next level. In some areas of the state, it is impossible to promote 
without moving so pay scale needs to be adjusted.

775 I don't even know where to start, but here's some thoughts: train and improve managers; work on 
cronyism; make pay for technical specialists equitable with private industry.

776 Increasing salaries is about all I can think of which is difficult in the public sector. Overall it's a great place 
with many opportunities and growth.

777 working from home using personal computers
778 Incentive and ability for more training to advance in the organizations.
779 Comparable pay to other agencies. I was at county and the pay was much higher for the same position. 

Benefits were comparable. A way to promote within. Experience should count and right now it doesn't. 
Managers and supervisors should have the right to consider workers past history for higher positions, 
right now they have to pretend they don't know the person in an interview.

780 I believe a study should be conducted on the pay system for DMV. The amount and type of work should 
be considered and compared to other agencies. I feel that DMV, line employees OS2 -SSS2 are very 
underpaid, for some type of jobs. I also believe that union rep really need help in how they can better 
assist rep. employee OR do away with the union.

781 Increase pay, provide educational opportunities to further education level, promote from within, more 
training in related field/work.

782 ODOT needs to be more diversified. More inclusion and teamwork and definitely more pay. More 
qualified people would remain employed with ODOT if these things were put in place. Many decisions are 
made from the top down without including the ideas of the workers or employees involved in the process.

783 Better work environment and less stress from management. Given feedback on job done by regular 
evaluations. Adjusting position description to actual work done.

784 Better the retirement system. Better pay at least equal to the counties and cities. 
785 The retirement change had a huge negative with employees. Employees feel they were treated poorly. 
786 Increase salaries across board, keep paid medical and dental insurance, hire more FTE's to make proper 

work load distribution and increase quality and safety. 
787 Pay more inline with private sector. Some wage adjustments for talent and effort instead of strictly step 

system by longevity.
788 Do not freeze step raises. Do not cut PERS.
789 Increasing the salary to match other local city or county agencies (same job). Hire more people to prevent 

employees from getting burned out or stressed out. Work load growing while man power pool shrinking.

790 Provide more job level involvement, reduce the number of kingdoms within ODOT, reduce the number of 
meaningless forms to fill out, streamline purchasing and HR, issue discipline for poor performers to 
increase pride in your job, stop embarrassment of being a state worker.

791
792 More positive feedback: little recognition for a job well done-immediate attention given to an error (i.e. 

poor work balance)
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793 Teamwork in the field is very important. We must work as a team in order to help all customers. When 

some employees are "able" and perhaps even "encouraged" to go over our immediate supervisors 
authority to "intimidate" another coworker-this is not right. No right by the employee or by the upper 
management that is allowing this type of destructive behavior to continue. Do all of the surveys you want, 
this issue will never change. We as a union based cannot fire employees that are "bad" coworkers and 
not team players. It will take years to get rid of some one like that.

794 Being responsible for all office $, keys, combinations to safes. In DMV each task learned, driver training, 
motorcycle training reveals. Should be step increases--this would be incentive to achieve and perform at 
higher levels. The way it is now if you take on more responsibility you are held accountable, but no 
reward.

795 1. We get a fair amount of feedback, but not enough praise. 2. Pay increases. 3. Hire more employees 
for volume of work. 4. Treat all employees as if they are valuable. 5. Ease the amount of stress on 
supervisors that trickle down to employees. 6. If an employee asks to learn new skills let them--they are 
the ones you want to promote. 7. Put people in supervisory positions that have managerial skills and can 
treat their subordinates fairly. 

796 Stop with the micromanagement. 
797
798 Need to make more money, offer better promotion allow overtime obtain more employees to even work 

bad. Show more appreciation for accomplishments, offer more certificates or plaques.
799 Hire enough processing workers to avoid "burnout." Not enough people to do jobs. Pay a fair wage to 

each employee. Not by "job description" or "classification" but by what employee actually does.
800
801 Stop trying to take away benefits that were contractually agree upon. Stop forcing me to accept below 

rate of inflation pay if I wish to continue employment with the agency.
802 Increase pay--benefits are fair, but pay (compensation) needs to be addressed. It's much too low for the 

amount of workload and skills and knowledge necessary for the job.
803 Increased/fair compensation, maintain fully paid benefits, at least match the private sector. 
804 Develop a pay scale that is comparable to the duties required within DMV parameters. Recognize 

employees' work!!
805 Better pay. Fewer levels of management. Having a Human Resources department that is supportive of 

the employees, not as a department of lackeys for managers and supervisors.
806 "Better recognition would be a big plus." --deep our salaries competitive with private industry --more 

rotational opportunities for employees
807 More time to review manual and procedure changes.
808 Higher pay for the work we do (very stressful). Listen to the employees don't just take the customer's 

word for what happened. It's not 100% the employees are wrong. Listen to both sides of the story before 
making your decision. 

809 Less contradiction. Everyone is confused about things. One person says one thing, another something 
else-then there is so much pressure that employees fight with each other as to who is doing it right-want 
all offices to be on the same page-since we share employees between offices daily due to staffing 
imbalances-way too much pressure and stress just about procedures-

810 No comment.
811 Ongoing education.
812
813 Streamline processes for getting work done-red tape takes so much time.
814 Go back to the employee value system! Bring back the excellence awards for jobs well done by 

individuals and teams. I don't feel there is any real recognition for a job well done here anymore.
815 Need pay and benefits to match or exceed private sector jobs, need to relate more of what employees do 

to actual performance that is shown and recognized as a success or "good job" by taxpayers, legislature, 
governor, and people need to know they make a difference
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816 Better pay. As job responsibilities increase so should pay. My responsibilities have increased 

considerably in the 4 years I've been at ODOT, supervisor/manager are aware of changes and yet no 
plans for either reclass no help is forthcoming. Budget constraints are cited as reason.

817
818 Increase pay/benefits to be comparable to private industry. 
819 Continuing to work on ways to make employees feel empowered in their positions--to feel that they are 

truly stakeholders in the workings of the agency. Keeping the benefits high makes the positions remain 
appealing despite pay that might be lower than in the private sector. 

820 Keep current level of benefits and better pay!
821 Base wages need to be increased to attract skilled employees. In order to keep skilled employees, the 

overall image of the agency needs to be improved. Employees need to feel good about what they do for 
ODOT and Oregon and understand how they can actually make a positive impact for the state. Mentoring 
programs need to be encouraged. This creates a bond among older/younger workers. Position the 
agency as an agency that leads - not one that follows a tradition of bureaucratic styles.

822 Employees would stay longer if they felt more appreciated. You never know where you stand here no 
matter how hard  you work so after a while you tend to lose faith. Training is not adequate. There are no 
manuals or guidelines and everyone has an opinion so most walk away feeling confused.

823 Better initial training
824 More pay and benefits for professional employees. ODOT seems to be just a training ground for 

consultants. Keep work in-house and don't use so many consultants. They don't do as good a job and are 
much more expensive. Hire more employees and keep work in-house!

825 Better training opportunities for different positions of interest. Much better pay. Better communication 
between employee and supervisor. Less changes, more interest in making things better as they are 
(communication)

826
827 More rotational opportunities that become part of an employee's performance plan for the betterment of 

the department. Managers should look to rotate employees based on their skill sets and talents - share 
pools of employees for cross-training

828 We need to totally look at all positions in ODOT and perform audits on all staff and classify to the work 
that's being done, especially in the administrative services - they've not looked at that class for too many 
years.

829 Salary increases, step increases need to be bigger for admin staff, after taxes $75 a year isn't a raise
830 Continued pay increases
831 better pay, better benefits, better lead workers
832 Better pay for all, better hours for managers (long hours and no OT)
833 Drive test simulators!!
834 Better pay
835
836 To keep skilled employees you need to fire the "dead weight" in my agency - there are employees who do 

half the work as everyone else. They put a burden on the hard-working employees who get sick of 
making up from bad employees that the agency needs to fire. The good employee move to the private 
sector where job performance matters.

837 More money
838 Treat people fairly - allow more advancement opportunities and training for employees, all of them not 

just the engineers and other "professionals"
839 Ensure classification matches work being done. Somehow provide means for job-related training, 

numerous times training requests have been denied
840 Actively promote alternatives to leaving such as job share, flexible schedules, part-time
841 A way to more flexibly match labor market pay/benefits in attracting and retaining employees. Now, the 

state is locked and can't compete with the private sector when wages change quickly.
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842 Managers need to spend more time managing employees - providing daily coaching and feedback. Most 

managers in my work area are more like workers - don't provide much supervision, leadership or 
direction to their employees - they say they are too busy and I don't know what they are working on

843 Salaries more equal to other employers. Even within state governments, there is inequity
844 I do believe the high performing (whether high or low on the pay scale) frequently sacrifice themselves for 

their jobs - while low performing employees take advantage and don't carry their #. I don't see this in HR. 
I do see it within other areas of ODOT. I feel we have a real issue with FMLA.OFLA abuse and know it's a 
very difficult/high risk issue to solve - but I do believe it needs to be worked because it leads to (arrow 
pointing to above comments).

845 Get rid of employees who are dead weight. Expect same high standards from everyone and enforce by 
firing and encourage by raises.

846 Day after Thanksgiving for all!! Merit increases for excellent job performance.
847 Surveys are used to "look good" but changes rarely occur. Region managers are not accountable for their 

time. Many managers don't pitch in and help when they are needed.
848 Offer more comparable pay with the private sectors.
849 Higher pay and a solid benefits package.
850 I think leading by example, by top supervisors down to office management, is critical. If customer service 

is truly important, than respect (being spoken to) needs to be a key factor. I'm not sure if management 
gets separated by duties, that gets them out of touch, but I have seen less than desirable behavior from 
upper management, that makes people not want to work here. Respect needs to be an all encompassing 
theme to everyone behavior.

851
852 They have a lot of good knowledgeable people that have been here for years. They have spent lots of 

money to train these people. For the knowledge they hold, they are hard to replace. Take care of them. 
They keep up the standards of ODOT. So quite with these silly offers on the contract we do things like 
drive test, re-exams of old people, it can be dangerous. The people high up at ODOT don't get behind the 
wheel w/ these people but get paid more for not taking care of us. We field offices are what customers 
see everyday and I am proud to say I work at ODOT. 

853 Depending on age; the more a person is given to do; compounding different things to do at one time. 
Doesn't add to retention capabilities! More bodies and staff would lessen the load which would go a long 
way to help!

854 More autonomy as an agency to conduct business. ODOT is a public engineering and construction 
company bound by the same rules and statutes as say, the department of human services. These 2 
agencies should have different company plans and admin guidelines. This limitation is paralyzing ODOT's 
efforts to attract skilled employees.

855 Seriously--Pay. Higher wages are needed.
856 Increase in pay to be comparable to private sector
857 Increasing pay rates for non management staff. Empowerment to employees with no recourse or 

retaliation. Giving more holidays for employees to regroup. Don't micromanage and give employees 
freedom to be creative.

858 The wage freezes seem to have pushed many of the salary scales behind the market, especially for 
managers. It also seems like many parts of the business are struggling to get the work done du to staffing 
limitations caused by budget cuts. Of course, this is true in many businesses, but people can get worn 
down trying to keep their heads above water.

859 Recognizing the value in the employees that work here. When people feel valued they become invested. 
Invested employees stay.

860 Higher pay for supervisory and technical and clerical positions would help increase employee retention. 
Merit increases to recognize a job well done would also help. Our maintenance crews should receive pay 
increases that are in line with city/country public works.

861
862
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863 The "fix" on PERS negatively affects ODOT's ability to attract college graduates to state employment, at 

$.50/hr raise is not an encouragement or even an award to work harder and be loyal or stay on with state. 
Too much work assigned for too little pay. Work load, across the board, is inconsistent. Some work a full 
8-hr+ day--others surf the web and read the paper. Can survey change the restrictive culture of ODOT 
where thinking outside the box is discouraged and sometimes results in disciplinary actions.

864 The main reason people leave ODOT is for more pay. We have excellent health benefits; however, some 
of us don't use health insurance, etc. but the benefit is there if we need it. I think higher pay is the key to 
keeping and motivating employees. I personally feel that I'm not making a livable wage and when that 
happens, it detracts from my performance.

865 Recruit more young people. Vastly improve pay (using Idaho and Montana in pay studies puts OR way 
behind CA and WA despite similar cost of living). Openly acknowledge people in front of their peers. 
There is a culture of never showing appreciation, only showing anger if something isn't perfect. There is 
considerable rudeness and immaturity at senior levels that needs to be eliminated. New employees don't 
get orientation on how to become integrated into the ODOT "family."

866 The pay needs to be competitive with other organizations especially if the work requires registration--
People leave because they make more money elsewhere--

867 Training involving all disciplines of the organization with resources on where and who to get information 
from. Knowledgeable managers--should know their field and capable of doing the job they are managing 
at any time. Unable to manage properly if they don't' know the work or have the necessary skills to begin 
with.

868 1. Need to have a competitive salary range equal or better than local agency partners in which we work 
with day-to-day. 2. Employees should never be topped out in salary as time and experience should be 
rewarded. 3. Salaries should be based on locality similar to that of Federal employees' GS scale.

869 Greater appreciation of employees' skills, knowledge, experience. Mangers/lead workers with greater on 
the job knowledge. Stop "grading" each piece of work for everyone do so for problem employees, when 
necessary. Help employees achieve goals; be more POSITIVE! Less negativity, please!

870 Pay adequately.
871 Direct line between good work and monetary/recognition awards. --Individual supervision and program 

solving vs. "lower common denominator" management missions. (i.e. one person in department has 
productivity issue so everyone has to sign an insulting work expectations document). --clear 
consequences for those not doing adequate work. --mentoring/clear career track for valued employees. --
interest/recognition of local work by upper management (often only hear from dep. director when there is 
a problem, not for good things).

872 Improve salaries, institute equitable and respectful treatment, create and environment responsive to 
change. At same time, eliminate obselete employees, supervisors, etc. I have been at ODOT for less 
than 5 years, and did not come from state government. While that may have posed an initial, built-in 
challenge to my assimilation into ODOT, I believe it also gives me an objectivity that may be and should 
be of value to this assessment. First, the culture of ODOT adjusts very poorly to change. Not only was I 
new to ODOT, but ours was a new section in an existing division. We were not made to feel welcome, 
needed, worthy of training or assimilation. This was complicated by the start of a biannual legislative 
session, and our section was somewhat mandated by the previous legislature: there is often disregard for 
the legislature at many levels at ODOT. All this said, it is still totally unacceptable to leave new employees 
to fend for themselves. When we pleaded for help in developing our purpose, we were advised to put out 
feelers internally and externally in an effort to define ourselves; upon doing this, we routinely had our hand

873 Professional jobs need to be recognized as such, not clerical. There also needs to be continuing 
emphasis on the detailed parts of the job, not just the core function. This should increase not just central 
professionalism, but the employee sense of professionalism as well

874 1. Working flexible hours when possible. 2. More promotional opportunities. 3. More training to broaden 
expertise. 4.Telecommuting when possible and reasonable. 
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875 Stop acting like this is the military. I have been in it and this is not the military. Treat people with respect 

and it will be returned. I have worked in other organizations and to me this is by far the most destructive 
environment I have been part of. Just because managers are challenged it does not mean I want your 
job. STOP feeling insecure. Maybe some managers need to get a job at Wal-Mart greeting people. 

876 Hire a person to do the job--train them--then let them perform. Then they have an employee with dignity 
and pride.

877 Better recognition and rewards. Improve on innovation and leadership. Better communication and 
mentoring (training).

878 Increase pay to match market.
879 Step reorganizing, increase recognition, look at pay rates, listen better.
880 Increase pay and/or benefits for some jobs.
881 Encourage employees to view jobs that would be a promotion--learn about other departments--to see if 

they would qualify--MQs. 
882
883 Do a study on job classifications and if any positions (job classes) are at an incorrect level according to 

work done, then a reclass should be done.
884 The work load is high creating  high stress, but ODOT seems to understand that. Continue with 

opportunities to promote and improve ourselves.
885 Surveys are a good way of increasing employee retention because they will know what areas need 

improvement.
886 Have supervisors strongly enforce workplace harassment policy, treat all employees with equality, 

recognize achievements, don't punish whole unit for 1 employee's actions. Have supervisors admit when 
they have hired a friend and remove themselves as that employee's supervisor so employee equality can 
be maintained.

887 Provide employee access to educational plans or contacts/other information pertaining to other position 
the employee may be interested in. i.e. I am in a certain position, and feel that I am both interested and 
skilled in another area I would like to promote to within MCTD and don't know how to get myself on the 
track (educationally) to getting there.

888 More training and learning about other departments and how they work together. Allow more job 
rotations. There may be another job within the department that an employee would be better at.

889 I feel that ODOT pay scale is adequate, but of course an increase in pay scale and benefits is always a 
good way to keep old and new employees.

890 Classification of many positions should be raised to recruit employees with qualifications actually 
necessary to do the work, and resulting increase in salary would result in better retention. Benefits are 
good, and are an incentive to many who might otherwise leave.

891 I think ODOT should pay more (at least as much as a private sector), for same positions (designer, 
drafter, engineers, surveyors, etc.). (Technical skill workers)

892 Improve salary, retain more challenging work in-house, increase staff resource to help the workload 
down, employees should be able to keep their discipline work within regardless of percentage of out-
sourcing work.

893 Stop outsourcing the big, interesting jobs. Make non-performance an issue. Let my immediate supervisor 
actually supervise.

894 Additional employees to lighten workload, higher pay that is competitive with regional market, more 
technical/engineering classifications for development and advancement, more emphasis on ODOT 
employee led projects and less on consultant work.

895 Pay to match market value for employees stability in organizational structure.
896 1. Consultants make 20% more. 2. Provide parking. 3. More higher level jobs without a PE. 4. More 

travel. 5. Have parties to encourage moral after hour. 6. Provide real gifts for accomplishments. 7. Should 
I go on this is getting silly. 8. Treat us like humans, get a nice cafeteria. 9. More workspace. 10. Nicer 
building. 11. Building not in a homeless camp. 12. Lower crime area. 13. Use Nike and Google as 
examples for the office.
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897 Become competitive on salary I could easily make $20-30k more elsewhere. Be flexible as to when 

employees work. This is improving but still needs work. Salary is the biggest issue now. This needs to be 
fixed so we can keep employees and attract qualified people. If we want to be a leader we must fix this 
issue.

898 When Matt Garrett states that if an engineer wants to do engineering work ODOT is not the place to 
come look for work, this does not retain people. Make ODOT salaries commensurate with other 
agencies. Allow a method of increasing wage scale of exception employees out of class.

899 More money.
900
901 Continue to emphasize and place additional resources in management skill training. The relationship 

between an employee and his/her immediate supervisor is a major contributing factor for retention.
902 For many people who leave ODOT, the cause seems to be a combination of: 1. better pay available 2. 

more interesting project work 3. lack of recognition of obtaining professional. ODOT (as all state 
agencies) will not give spot promotions or raises for passing PE of PLS exams, and the process allows 
for PEs to be passed over in favor of unneeded candidates (this has happened to me twice in my career). 
I feel that obtaining a license should lead to an immediate upgrade of position and pay, without need for a 
competitive interview. The incentive to stay on would be much greater, and the "god old boys" effect 
would be reduced.

903 less work load and/or more pay
904 reward achievement + outstanding service. Promote accordingly. Hire based on most qualified. Pay fair 

market value
905 pay entry level employees a living wage, 11 years with ODOT & my child is still eligible for reduced 

lunches. Bring us above the poverty level.
906
907 pay us for the job we do- give us rewards or step increases for doing our job beyond what is required. 

Stop making us do the work of more than one person on 1 day.
908 classification review of positions for pay scale versus job responsibilities 
909 pay is big factor- if pay was equal among all state agencies we would have the opportunity to hire more 

skilled employees.
910
911 better pay
912 many times I see that supervisors & managers over utilize employees who are bright & quick to learn. For 

instance, I have 2 tasks outside the unit and one cross training inside the unit which I cover each month ( 
many times more than once a month). others in my same position have 0-1 other tasks. it doesn't seem 
all are pushed to there own potentials. 

913 at times it would be nice to have extra help with work, (usually at the end of the year) so the pressure is 
lower to get our jobs done on time

914 increase pay- hire more employees.
915 open minded & well rounded managers/ techs willingness with trust and listening skills to not just listen & 

believe employees but to accept the individual is telling the truth & is conforming to expectations of work 
place. thank you

916 removal of "red tape" rules and regs- excessive; seem to border on paranoia. Make sure employees are 
involved at every level possible- let them see what truly what and who they work for. Most people will put 
work all behind a cause they truly believe in

917 listen to the employees of their work needs and/or work related desires. I for one have been here 5 1/2 
yrs @ ODOT and @ everyone of my performance reviews almost, I have asked for more training on the 
computer and to learn the phones. I do have over 28 years office experience, but I still have not been 
given that opportunity, but many temp employees or newer employees with very little experience have 
gotten both training opportunities.

918 ODOT- DMV structure of positions and responsibilities by pay scale/class are set much lower than 
responsibilities in higher classes at greater pay at other state agencies. ODOT needs to re-evaluate the 
classes of their positions. I can go do the same work at other agency for more money.
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919 pay a living wage.
920 repercussion for employees not willing to come to work on scheduled. Reliable team members help avoid 

stress of additional wk calls disciplinary action when appropriate- feed back given not being able to work 
less than half time & get full time benefits. not fair when attendance is good & benefits are the same.

921 increased opportunities to cross train
922 first off, when other employee abuses or crosses the line by abuse of sick & break time, puts their work 

off on others, and more than one employees going to the supervisor, that the supervisor take swift action. 
Discipline is not handed out when necessary or appropriate to do so. it makes it really hard for 
employees. the ones that are here who work because they. what i believe a necessary thing to consider 
about increasing employee retention has a lot to do with management of the unit, listening, team work, 
discipline, and employee recognition. management- i believe that if there are obvious problems one 
person causes constantly in the unit, that discipline, to eventual dismissal should be eminent. it is 
inappropriate use of ODOT policy to ignore other employee proof and pleas of abuse caused by the 
offending employee. if the person has been addressed over and over again regarding their several types 
of offense, with no improvement, what example does this reflect on others in the unit? listening- a lot can 
be said or heard when people just listen. ODOT mission statement and core values surround this as part 
of the concept, yet I feel like it is truly not always prioritized in daily routine. if people would listen, and i me

923
924 more trust from supervisors that we can do our jobs.
925 better advancement- better pay.
926 criminal background checks for employees that work in DMV. No that DMV data includes s.s #'s there is 

far too much opportunity for identity theft. Personally I fell my private information is unsafe. Also access to 
the DMV HQ, is far to lax. Security, for entering the building is mediocre at best.

927 Limit the amount of times an employee resources out to other units an can do their own work more often.

928 Competitive wages.
929 Support and address concerns brought forth to managers promote training and skills to challenge 

employees and keep jon interesting. 
930 I've been at DMV for 30+ years- because of the benefits and the people.
931 Better pay.
932 I think we lose qualified staff due to the low pay we're allowed to offter them. I'd like to e able to use 

special merit pays more easily for outstanding performance- I'd like to be able to offer staff time off if I 
can't pay them, for going above and beyond. 

933
934 Better on the job training, once training in class is over and training done in unitthings are severely miss 

used in processes as they are done and without all the steps new employees stay lost.
935 Better training. The people that do the training know nothing or little about the job, or the trainer doesn't 

go into much detail. Training is an issue.
936 I feel it is important for all unit managers and techical assistance to know the jobs their empoyees do and 

should work toward the goal of the Department not personal preferences. 
937 OS2 and other job classifications need to be looked at and possibly re-classified to higher classifications- 

we do a lot of sensitive technical work our classification an pay is too low for all that we do. 

938 Give employees a real response for suggestions for improvement and implement changes and credit the 
individual for suggestions. 

939 Need more closely monitored training and after training evaluations. Workers are not given adequate time 
to get to spped on OS2 processing jobs- get frustrated. Training follow up is not adequate to guage an 
employee's overall knowledge and effectiveness. 

940 Better pay and betterm seecure benefits. Better way to apply for other ODOT jobs- SOLAR is awful- hard 
to apply for other ODOT jobs- impossible for outside people to apply- hard to find qualified candidates to 
fill positions. 
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941 Better pay and benefits. After PERS was changed many employees didn't have a good enough reason to 

stay. The pay is too low compared to other agencies/private sector so we can't attract quality employees.

942
943 Stop outsourcing the challenging work. Increase oversight of technical work outsourced. ODOT is losing 

control of the technical aspects of its highway system, as well as losing management control of the 
system. For those of us that have been around awhile, stewardship of the system and quality technical 
work is important. It is becoming more difficult to watch the highway system as a whole be degraded by 
decisions based on a myopic viewpoint of an individual project. with no interaction to relate the individual 
project to the whole system.

944 ODOT has lost its power base. Too many agencies have reign over ODOT. We cannot accomplish our 
work unless we can take the reins back and do the work ourselves, correctly.

945 It is too late. The best and brightest engineers have already left. The type of work left at ODOT will not 
attract new employees to retain. Benefits, wage and work environment are too poor.

946 Increase meaningful design work. With most work now consulted out, young engineers do not see the 
opportunity at ODOT for professional growth by working on large, diverse projects. Also, the pay scale 
and retirement plans are no longer very attractive. In the past, somewhat lower pay was tolerated as a 
trade-off for challenging work, this is largely not true today. In past years retirement was pretty good, now 
it is poor.

947 Increase pay slightly. Increase benefits --> retirement. Make employees feel they are worth the expense.

948 Increase benefits - legislating action reduced (retirement) benefits drastically. Increase pay. Increase 
employees to better handle duties - people are being ____ to turn in work. 

949 get PERS fixed. Make the pay appropriate for the level of knowledge required to perform the job. Do 
some employee recognition for everyone, NOT JUST the favorites.

950 1. More 24/7 shifts, fixed shifts instead of rotating. 2. Wages should be increased with the yearly COLA. 
3. People with 25-30+ years should get more vacation time. 4. Find a way to add more compensation 
(other than COLA) to people who are at the top of their pay scale/classification i.e. an extra step every 
other year or every three years.

951 Abolish the phone stats for permit analysts.
952 Salary increase.
953 Better management.
954 Training. The training budgets are too low. To encourage folks to stay, entrance benefits such as 

worthwhile training should be encouraged. 
955 Increase training opportunities for everyone (Brio, other report skills, programs). Opportunity for 

everyone, not a select few, to be able to work from home. No favoritism. 
956 Managers shoule have the responsibility of reviewing their employees strengths and promote employees 

to challenege themselves through cross-training, etc. A look into wages might be another area, With 
concerns about employees picking up insurance costs, employees should be paid more and with 
minimum wage increasing, there is not much distance between state and minimum wage earnings. 

957 Improve communication between management and staff. Hold management accountable for their 
decisions and/or actions. Be more willing to allow flex schedules and tele-commuiting for all employees 
(whose job would allow for this type of work), not just "the special few" and "management," which is what 
is happening now. Management needs to include staff in unit-level decision-making, especially when it 
involves the staff memebers work responsibility. 

I-45



Appendix I
Employee Survey Comments: Ideas for Enhanced Retention

No. IDEAS
958 Salary is way too low! In just the 5 short years I have been with ODOT, we have lost two very good 

employees because they couldn't make ends meet. If my wife didn't have a great job, I couldn't do it 
either! I believe we are also having a very difficult time recruiting good, responsible employees because 
the salary is so poor. The cost of living is increasing dramatically but are salaries sure aren't. If this 
continues, I believe you will continue to lose good eomployees. Low pay is the source of a lot of negative 
energy and talk around out crew and it has an impact on what employees are willing to put out in return. 
We would also like to see merit raises returned so that your average, hard-working employee might have 
a chance to get one. 

959 To increase the wages to match other government agencies. And to recognize employees who are 
working harder than others with wage increases or demoting other who aren't able to perform their job 
duties. And to start some kind of account for employees to help pay for medical insurance after 
retirement.

960 Rate of pay must be raised.
961 More pay. More rewards for good participation.
962 We need to get the pay rate up to a competitive level.
963
964 Improve pay.
965 Continue to treat employees with respect.
966 1. Go over our ORS Traffic Codes periodically and compare them to our policy coding manual to relate 

exactness or differences. 2. Have Spearun from DMV or OSP or similar police agencies come to address 
our section for question and answer.

967 Allow staff to do job well by removing volume and increasing quality. Should result in greater job 
satisfaction. Encourage "ownership." Place a high value on managing skills, remove red tape and provide 
atmosphere of management accomplishment and less on the program task accomplishment. 

968 More cross-training to keep employees interested. 
969
970 Minor forms of recognition anniversaries acknowledged, kudos with cert, etc. 
971 Fix the retirement system to benefit both ODOT and it's employees.
972 More pay. Less money for insurance. Insurance is too expensive. 
973 Go back to having merit programs. Have enough employees to work in areas they are overloaded to 

alleviate overworked, understaffed units.
974
975 Please see notations at the various questions for comments.
976 Higher pay, more positions, and more equitable distribution of workload for prodessional level employees. 

Non-professional level employees receive a good level of compensation and benefits (Speaking from 
experience). 

977 Succession planning and training of current employees so that they can advance within the organization. 
Allow more opportunities for employees to be developed. Mentoring programs for different work 
categories- management, engineering, maintenance, financial (taking veteran employees and having 
them mentor small groups of staff and not having these veterans be so busy that they aren't sharing their 
knowledge to new empoyes). 

978 Let the engineers do their jobs- stop jerking them around. More pay in the engineering field. More job 
rotations, I have a boss that wont let us do job rotations, so you can't learn new skills. Again, more pay, 
engineers tend to be reclassed more than any other classification.

979 Invest in employee training and encourage growth. Give them enough work to challenge themselves and 
not become static, lazy, people that sleep at their desk because they have nothing (work) to do. 

980 Make sure all ODOT employees receive regular position evals and that a plan for the employee's growth 
with ODOT is developed (not just trainings or workshops that are in the current "developemtn plan") so 
employees may be groomed to move up within the organization into management and leadership 
positions. 

981 Better pay, easier reclassifications, stop attacks on state employee retirement and benefits (or counteract 
such attacks). 
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982
983 Strong look at other pay scales for similar positions and adjusting pay accordingly.
984 Pay more in line with similar positions in other organizations. Additional permanent staff for clerical 

support to enable managers to manage better (less stress). Additional staff to reduce burn-out due to too 
much work. Create a better reward system.

985 Competitive pay, but more important is the chance of advancement in ODOT. Promote from within. 
986 Higher wages which are competitive with what the private sector pays.
987 1. Simple = PERS, this was #1 reason for longevity at ODOT. #2 was/is pride in job, organization, serving 

public. 
988 Better training. More decision making authority- less micro-managing from above layers of management. 

Better retirement- tier 3 isn't attractive enough to retain employees. Increase salaries so they're in line 
with other government agencies. 

989 1. Need to have recognition program statewide for high performing exmployees. A- cash awards. B-extra 
vacation. C- plaque or certificate, current one sucks! 2. Increase pay. Retirement program now is on par 
with private sector so pay needs to be nearer private sector. 3. Develop training programs. Give step 
increases for reaching certain level of training benchmarks. 

990 Pay is below what is paid for similar work at other public agencies or private sector. 
991 Better pay, less red tape, get people out of their silos to understand others' work, improve retirement 

benefits and medical benefits, too many chiefs- not enough Indians. Mid & upper management need to 
understand regulations they ask employees to bend or break. 

992 None.
993 Pay the at least keeps pace with inflation. Benefits that don’t keep decreasing, the retirement system was 

really the best incentive to keep personel working for low wages that system was gutted. Employer 
doesn't contribute at all to our "401K" style system. 

994
995 I think pay needs to be along the same lines as private sectors. Our benefits I feel exceed the private 

sector but pay is substancially lower. 
996 Try paying the people that actually do the work a fair "living" wage. 
997 Increase pay for entry level and office level jobs. I make 1900.00 a month and work extremely hard. 

Comparitively this is very low pay. 
998
999 Better wages. Maintain benefit packages. 
1000 Better pay and fully paid benefits
1001 Higher pay to match consultants.
1002 Specificly there needs to be an incentive program for registration as an engineer. Promote or otherwise 

reward existing employees that are qualified to take the exam and pass. 
1003 Better pay. Honest incentive to be creative and implement better business practices.
1004 Increase pay. Less bureaucratic levels. Increase ownership of work or project program. Communicate 

objectives of top-level management to front line employees. Show connections between front line 
employees and goals of organization. Explain how and why business decisions are being made by top-
level management and how that will affect front-line employees and projects. 

1005 More frequent recognition of employees at work units work well done. 
1006 Increase overall pay. Centralize engineering functions that show there is a need, like bridge design.
1007 Better career path…better succession planning…better opportunity for diverse training while at one job in 

order to prepare for advancement elsewhere in ODOT, rather than leaving ODOT.
1008 Competitive wages with private companies
1009
1010 Out of all the jobs I have had in my experience, I think job retention at ODOT is very good…people seem 

to stay once they are hired.
1011 Quit taking away benefits we had upon being hired.
1012 Sometimes I feel we are expected to do more with less.
1013 Yearly pay raises and good medical benefits
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1014 More pay
1015 Pay a comparable wage with other similar organizations. Pay  managers/supervisors fairly & equally.
1016 Increase pay. Not keeping up with cost of living.
1017 Positive communication needed.
1018 Better pay. When contract agreements are made i.e. retirement benefits instead of raises, stick to the 

agreement, do not take them back at your leisure. Managers for specialty crews should not be passed 
over for pay increases. There is no reason a TMS 2 should make at top scale more than the TMC1 (who 
supervises the TMS 2) at step 5.

1019 Pay-pay-pay. Retirement package has taken a huge hit over the last few years.
1020 Increase salary!
1021 Wages!
1022 $
1023 Better pay--possibly merit increases. As an experienced new hire ODOT brings you in as a level IV (15.00

hr) then it will take 5 years to top out. Where other agencies are willing to pay appropriately for level of 
experience.

1024 Pay them
1025 Long term employees in order to feel like a valuable part of the ODOT team must have a voice in their 

office. That applies whether or not they aspire to leadership positions. Internal politics lead to poor 
communication within the unit, which in turn affects work performance and eventually customer service is 
also affected. Good communication with immediate lead workers sets the pace for all the rest. Hiring 
supervisors outside the division seems a bad idea due to lack of knowledge/experience in that division.

1026 More back-up training sessions that are motivational not just read to us. Opportunities to work in other 
areas in ODOT temporarily. Pay should be better. 

1027 Higher wage, promote on merit not just on how well you interview or how long you have worked with 
ODOT. 

1028 Respect in the workplace by manager and team leader, that there be consequences when a team leader 
or manager disrespects you. No one should be allowed to belittle you. It would also be great if people 
were able to move up in their current position when job openings came up in their own work place, 
instead of hiring people outside of the office.

1029 Having come from a management position in private sector. I feel that employee skills are not used to an 
advantage. It is hard to move up in organization based on skills. Personality issues are very disruptive to 
quality performance in field offices.

1030 We need higher pay in the upper salary classifications for TSRI TSR2 TSOL and manager positions and I 
think the difference in pay between RSRS and TSOL and managers should be bigger. TSOLS and 
managers should be paid much more than TSRS.

1031 Pay is not competitive and organization is resigned to fact they are losing good young or newer 
employees to other government entities and private sector. Inability to offer higher starting pay to people 
with experience outside ODOT. I have 2 crew members reporting to me (of 3) making $1,000/month 
more.

1032
1033 Raise the level of pay to market equivalent and make it easier to get rid of low or non-productive 

employees. Both these things together would raise the level of productivity.
1034
1035 The work I currently do and enjoy contains elements which should receive higher pay, higher position 

status. My managers and their managers support my doing this work but state they will remove elements 
if I make it an issue so that they can support my level of pay without having to raise my position status. 
This is unfair work practice.

1036 Encourage/reward innovation and creative problem-solving. Weed out "old style" managers-->"It's my 
way or the highway," or "We've always done it this way," or "That's the way we did it in the military."
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1037 For the job we do and the responsibility we have, the pay is not enough. Need more training for the 

employees on the front line. When someone becomes a supervisor training is on the job. Much time is 
needed to work more hours and the pay is low, compared to other state agencies.

1038 Offer better start up wages. Provide rewarding wage increases based on performance, as some 
individuals take on more responsibilities than others and receive the same wage. This encourages 
irresponsible employees to slack in efforts to work efficiently and get the same pay not fair from my 
viewpoint. Our classifications are underpaid in general anyways.

1039 Better pay.
1040
1041 Need better pay and promotion opportunities without bias. Promotions are based on who you know and if 

you kiss up management. I am always given different reasons for not being promoted. It is sad.

1042 Drive examiners need to be better compensated with wage and accident coverage, especially in heavy 
traffic areas.

1043 Employees should be compensated at a reasonable wage. DMV field service employees are way 
underpaid for the knowledge and risk (giving drive test from inexperience drivers) they are having.

1044 In DMV, not all employees like giving a drug test. Employees should have a choice whether to be an 
examiner or not. To be an examiner takes higher risk and should be paid more than others. In field office, 
all duties of employees are not enforced. For example, some employees do not conduct drive test or 
perform report prep duties. Everybody should be able to do all duties. Field office that don't  have drive 
test that they rotate their employees to other office. They get paid the same I do but do not get behind the 
wheels. I strongly recommend the management to be fair by distributing the duties to all employees 
whether field office with or without drive test. I also strongly recommend the bring back the re-exam/at 
risk counselors to DMV and to conduct drive test because this brings less stress to all employees. 

1045 A better and fair promotion program. One that is fair for all employees especially minorities. We are highly 
under represented at the department of transportation. I myself have given up applying for a higher 
position and I know other coworkers that have got all the training and apply four times without getting any 
results.

1046 Raise the pay. Keep benefits. Call people who are not doing their job on the carpet instead of letting them 
bring down moral. Pay people more for doing a good job. Reduce pay for employees that do not produce. 
Manage employees more closely. Have supervisor in lead or lead worker on site.

1047 Incentives (financial), developmental training, management trainee program
1048 There is no reason to do much more than barely what's required. Individual performance is neither 

rewarded or recognized. That needs to change.
1049 Increased pay, lower work load, more recognition, more training, more opportunity to travel
1050 In IS, we need to make more of an effort to stay current to our skills, as ODOT is 4-5 years behind state 

of the art.
1051 Better health benefits after retirement. 
1052 Better pay for what we are responsible for. More and better training or changes and new 

implementations.
1053 Better salaries/pay.
1054 More cross training. 
1055 I feel you need to look at increasing the pay for front line employees TSRs. The work is complex and 

information and knowledge they are expected to learn, retain, and apply is at times overwhelming. To 
retain qualified employees you must pay them for the work performed. Other parts of ODOT have seen 
their pay increased. It is time to include DMV as a part of ODOT. Let's get senior ODOT management out 
to DMV field offices to see the work that is being done.

1056 Higher pay scale. Secretaries make more than we do!
1057 Hire more FTE, pay=private sector. More opportunity for advancement flexible shift!
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1058 Training programs should be more effective, now their length does not give enough time to accomplish 

the necessary skills to be a the counter. New employees have to feel more confident before they are 
ready to process transactions, more practice time!

1059 Increase pay--add to number of employees so burden on current employees is lessened. It doesn't matter 
how good the rest of management within the agency is if it is all filtered through an immediate supervisor 
who lacks teambuilding skills and makes employees feel worse rather than better about themselves and 
does not acknowledge employees' strengths along with their weaknesses. 

1060 Let managers treat employees fairly instead of having their favorites or making excuses for not training 
the office leaders the right way--or saying that the lower employee is not telling the truth we should all be 
treated fairly. But that is not the way it is. You're made to feel less than equal. Increase the pay to match 
the workload.

1061
1062 Managers who utilize skill and expertise of HR--rather than just relying on Department of Justice. Utilize 

fairness if people are removed--treat all divisions--not just highway as important to the agency. There are 
strong double standards. Agency values.

1063 Increase pay scale for both classified and management classes. Management turnover causes wasted 
time and dollars.

1064 Fair pay. More training. Stronger/better trained manager and supervisors.
1065 *FAIRNESS
1066 *A raise and employee recognition. *the sense of being valued at work.
1067 Better pay and more to help the stress level.
1068 Safer environment. Better pay for job required. Once you reach a certain point, that's it! Can't go higher 

and no more pay or no raises. Nothing. Now retirement sucks. 
1069 We need help with the bad customers. Who wants to work where they are treated horribly by customers?

1070 Raise salary levels.
1071 The pay needs to be increased. I have worked with ODOT for 22 years and had 3 promotions, yet most 

bus drivers, long-haul truck drivers and US postal carriers make more money than I do. Many entry level 
positions within ODOT have employees who qualify for public assistance.

1072 Employees in maintenance need higher salaries. Portland Metro Area need to make more money than 
the rural areas.

1073 Competitive wages with the private sector and other government agencies.
1074 Increase pay, get more training, on the job training is very important i.e. paving, if no money to pave how 

can you learn to pave. Supervisors keep personnel feelings of how work should be done and have an 
open mind on training and new ideas (not the way we have done for the last 20 years). Rotate shift work 
so employees do not have to work night shift every year till someone retires. This is a hardship on family 
and it cross-trains employees too.

1075 Give them an incentive, we work really hard and get stressed out and need time off and can't get time off 
to be with children and family. I need some family time and I can't get it after 9 years!

1076 Higher wages, less "politics," hiring supervisors/managers that treat their employees with more respect.

1077 Increase salaries across the board, specifically management positions.
1078 More $
1079 More pay and recognition. Safety bonuses, less surveys and more action, too much diversity, a union with

a backbone, employees should benefit in areas as within reason, there are too many people in Salem 
that know-it-all, but have no idea about the real -- streamline offices

1080 Most all of the people that leave, leave for higher pay (considerably higher) with other agencies or private 
sector doing the same kind of work. Working conditions and time off is very comparable with other large 
employers but wages and benefits for skills required are not as high or good as many other places. I.e. 
City of Portland, Multnomal Co., Clack Co., Port of Portland, Wash. Co. etc. etc. etc. More pay and 
recognition for a job well done are needed as well as less than 9 yrs. to top out a wage scale, that's too 
long.
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1081 To recognize employees more and to give employees more awards and appreciation of their job. Higher 

pay would be nice at least what cities and counties are making. And if employees save the ODOT money 
then give the reward of the savings back to the employee. Don't keep saying just do....

1082 Give us the same amount of pay as cities and counties. Get us out of the poverty level. 
1083 Money, money, money pay fairly in urban areas ODOT is a "jack of all trades" organization, where city or 

county only does one thing and is paid more.
1084 Pay increase, better opportunity to move around to different jobs within ODOT, a way or path for 

someone to follow to a management position. 
1085 More pay and better opportunities.
1086 Supervisors can't get their employees raises, so people leave to go to where the money is. If raises 

occurred, more people would stay. 
1087 I think the biggest problem with employee retention is the lack of pay for new hires. No one can support 

any kind of life style on what entry level pay is. 
1088 Increase pay to be  competitive with cities and countries in area.
1089 Better wages.
1090 Paying employees by skill levels instead of time with company. Promote employees who perform above 

average or commend them for a great job.
1091 Better pay and retirement.
1092 We need to have a better pay scale for the maintenance and the specialty crews. The pay is a major 

factor in peoples' minds when looking for a job. We get paid a much lower salary for various skills and 
trades that we perform other organization pay much higher for one or two skills. Upper management gets 
better pay but in my and others' opinion they don't care that we have sub par pay! They think anyone can 
do maintenance job. 

1093 Improve communication amongst divisions. Give ODOT employees the automated resources to help 
them perform their jobs. There are too many siloed computer systems that don't share information. It's 
terrible procurement and financial services systems don't talk to one another. How do you reconcile our 
large projects. IS doesn't want sections creating access databases, but what are we supposed to use? 
Office products? More into the 21st century. Oregon Procurement Information Network (ORPIN) although 
advertised as an electonic procurement system, is not an electronic procurement system. The system 
(ORPIN) is built off of a goods and trades platform. This system doesn't support personal service 
contracts, especially the magnitude ODOT produces. The Purchasing and Contract Management System 
(PCMS) although also archaic does a much better job tracking contracts. Performance measures must 
be relevant and useful. Sure it's important to report how many dollars were spent on goods, personal 
services, construction contracts, and intergovernmental agreements, but what about how many contracts 
are being processed by region/division disciplines used consultant contractors most frequently used the s

1094 Promotions based more on performance/merit than personal relationships.
1095 Staffing levels are disproportionate to the workload volume; quality is sacrificed for speed and volume. 

Politics in an agency of this size and magnitude is unavoidable, but too often interferes with employee 
ability to actually get production work done in a timely manner which is quite stressful.

1096 1. Implement periodic coaching (min=semi annual) 2. Set goals and track and fund 3. Recruit honestly for 
open positions--give to best qualified candidate, not buddies and incompetents 4. Manage assigned 
workloads--look for balance, expanding skills, etc.

1097 Improve relevant communication transfer. Treat all employees equally (no favoritism) make workplace 
more enjoyable. Allow people to have fun and enjoy showing up to work each day!

1098 The stress levels within the Support Services branch are very high and there is not an end in sign. I think 
staff is burned out due to the workload in our organization. ODOT needs to improve their workforce 
numbers and add additional positions to relieve the stress on current employees.

1099 More resources to allow folks to work a reasonable amount of responsibility. Many are being asked to 
perform "other duties as assigned" on a regular basis to meet ODOT's goals. 

1100
1101 Increasing pay levels at levels comparable to other private/public sectors.
1102 Managers need to by accountable for their reactions and should be fair.
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1103 Money is always a problem compared to private industry. Other areas (healthcare, retirement, etc.) are 

pretty good.
1104 Establish and better communicate career paths in regions, branches, etc. and overall throughout ODOT.

1105 Quit messing with the tier 1 PERS accounts. Let them have the initial agreement. They earned it. People 
would stay if they knew their retirement was stable.

1106 Hire enough employees to complete the work at each work station and to allow employees to use leave 
time without negatively affecting office performance standards.

1107 Return our PERS benefits.
1108 Better pension management.
1109 Have a class on sharing knowledge and creating a team work environment.
1110 To have the employee pay be increased
1111 Make pay equal to average scale in geographic area. Increase benefit packages especially retirement. I 

personally hired on 23 years ago because of the then strong retirement package that has since been 
reused.

1112 Additional pay and training opportunities
1113 The pay scale needs to start at a higher step.
1114 I feel that when my crew requests training, that we should make every effort to give it to them (not just 

core training.) I feel that a manager shouldn't just pick and choose his favorite brown-noser for all the 
training.

1115 Make pay increases come more quickly. Restore our PERS retirement program. People were very upset 
in the way recent negotiated increases were distributed. They should have all come at the same time.

1116 Higher pay wages, for those who were frozen during pay freezes. Offer more involvement with other 
agencies within ODOT.

1117 Pay increase to match public would be nice.
1118 More training and recognition of employees who give their best instead of pet employees. I have been 

passed over in running some key pieces of equipment because I am female - we have an employee that 
started here 3 years ago and had been trained in the same equipment.

1119 Put good management with people skills in places who trust their employees in the job they do and give 
them the tools they need to do the job well.

1120 Pay more to keep quality people
1121 #1 Pay, #2 PERS
1122 Starting wages are too low, takes too long to get to the top
1123 More pay, bigger crews to help spread the work load
1124 Employees need to receive yearly step increases. Some of the people I work with have gone three or four 

years without step increase. The price of living is going up, so we need yearly raises.
1125 More opportunities for cross-training. More job rotation and development opportunities. Promotion 

opportunities for capable, qualified people who may not have the required number of years of experience. 
More accountability for employees with poor job performance or substandard work ethic (too many bad 
employees paid the same as good employees.)

1126 Balance workload among employees - the more you do, the more you get is the current.
1127 Critical areas needing additional resources need to be addressed and resolved with permanent solutoins. 

Workloads are at an all time high and continue to climb. Staff are working extremely hard and overtime 
causing burn out and illness. 

1128 Give management discretion to offer higher pay (higher step on scale) and promotions. ODOT is 
competing for talent with private sector. They have these tools. Alternatively, ODOT could focus on 
career development opportunities- anything to make it worth the time spent at ODOT ($). 

1129
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1130 Bad supervisors/managers are never held accountable and they hurt employees productivity. I work in a 

hostile work environment. Instead of taking the manager to task they promote them instead. Managers 
play favorites and unless you are a favorite you are hindered. Managers are terrible and cause most of 
the employees stress. Thanks for asking for input- there is little hope of change and plenty of poor 
managers where employees fear retaliation. 

1131
1132 Recognition incentives, pay increases, promotions, room for advancement, more cross-training available, 

even workloads among teams, provide training.  
1133 Get ODOT out of the silo mentality. Get resources to match the amount of work required. Introduce pride 

into the work place by allowing staff to do complete job 'us' a good enough job. 
1134 Get salary more competitive!
1135 Something has to be done about pay equity with benefits and retirement no longer the incentive,  there is 

no reason for individuals to want to come to work here!
1136 Raise pay to compete with private industry. Treat non-engineers as important as engneers. Keep benefits 

as is. Entry level administration staff currently qualify for food stamps meanwhilethey are expected to be 
highly competant with computer skills. They cannot affordto live and can easily go to work making more 
money. Many continue to stay in hopes of the 'come' believing they will move up the organizational 
ladder. 

1137 1. Get rid of bad managers. 2. Increase pay and benefits. 3. Totally change recruitment and screening 
processes; get rid of essay exams. 4. Stop paying more to contract out. 5. Accept all transfer 
applications.

1138 Increase pay to meet outside private engineering companies. Start doing bridge design internally again. 
No more design- build projects. Assurance that our retirements wont be on the legislative chopping block 
at every session- even after we retire. I doubt you could ever do that- trust in ODOT is gone- so is the 
ability to retain employer! 

1139 Extra step at top level, need to compete with other agencies and private sector. Compensation for 
performance. Have a career path that encourages professional development. 

1140 ODOT has been restructured such that outsourcing and consulting have taken away from any worthwhile 
work that would want to make an employee want to stay. Our deputy director has stated in meetings that 
if you want to do engineering like ODOT used to do that: "those days are gone." Recruitment for 
professional people is limited by pay and the demeaning naure of upper-management. 

1141 Change public perception of state workers and their worth. Stop moving work to the private sector just 
because it makes politicians look good. 

1142 1. Better benefit package- salary and retirement. 2. Opportunity for promotion/advancement to a "better" 
jon not just more work and less or same pay. 3. Opportunity to bargain with DAS not just get what the 
school teachers get for a raise. 

1143 The renigging on past contracts with PERS benefits definitely make the private employment equally 
stable. We once though pay and benefits at ODOT were offset by retirement security. Not so, now. 
Compensation and benefits of private are much higher, reitrements are about the same. More opportunity 
to do go work. There is no incentive here, no one wants to change. If you start to care, you could really 
have health problems. If you stay status quo, dont complain, dont offer input or suggestions, you can get 
by ok. 

1144 Increase pay. Provide advancement opportunities. Promote positive state employee image. Treat all 
employees with respect. Management listen to employee ideas and feedback. 

1145 Better wages, support, insurance, and communication. 
1146 Be more competative in wages/benefits package. Reduce workload or better balancing. Improve 

rewards/recognition - more widely used by managers. 
1147
1148 Assure that the employees are being paid fairly for the amount of work that they are performing. I have 

been in lower class jobs that should have been paid more for the amount of work and stress I had to go 
through. I have also been the opposite position with a higher class job. 
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1149 Eliminate the reorganization of our workflow every few years. Respect the AEE union goals. Keep work in-

house rather than contracting out. 
1150 Payscale consistant with consultants. 
1151
1152 1. Pay. 2. Respect from public, elected officials.
1153 Higher pay will bring higher level of expertise.
1154 Do not ever again freeze our pay!!! Keep the benefit packages. Give comparable wages. 
1155 More pay. Retain work in house rather than contracting out. 
1156 Stop having us do worthless activities like answering opinion surveys and let us get back to some kind of 

rewarding activity.  It seems that all we do in recent years is chase red tape while most of the 
accomplishments are doled out to consultants

1157 * Salaries in a public agency will never be competitive with private sector so decisions to leave or stay are 
based on overall benefit package, job security, work environment, flexibility, opportunities to learn new 
skills etc.  The overall work experience needs to be positive and employees need to feel values (despite 
the state government bashing that is heard in the media).  
* Managers need better flexibility in being able to boost salaries to encourage retention of quality 
employees who were hired lower in the salary range.  The special merit increase process doesn't work 
since it is essentially a writing contest that is judged by someone who has no knowledge of employee 
skills - the decisions need to be made at the appointing authority and manager level

1158 Increase pay and keep benefits as they are.  Improve PERS
1159 The pay is always an issue.  Also although benefits for current employees is great, when you retire the 

insurance costs so much money that people have to go back to work.  State employees should be able to 
pay into their  insurance for 20 years and then be covered when they retire.  Some federal agencies and 
private groups have such a plan.

1160 As retirement and health benefits go down pay needs to increase.  The elimination of PERs has had an 
extremely negative impact on employee retention.  The wage freeze also had a very big impact. 

1161
1162 More effort to recognize employees' work
1163 Better pay w/o threat of being reclassified to a lower pay grade
1164 Better pay, utility companies pay significantly more
1165 Allow an avenue to get rid of problem employees who disrupt the workforce.  Get some backbone in 

personnel to get tough on employees who are here only to retire, not to work
1166 More pay, better retirement
1167 ODOT needs to increase employees in the field.  Jobs created are at management level in Salem, never 

enough money in budget to increase working sector.
1168 Need to better pay for qualified people and better benefits
1169
1170 If the pay was larger or equal with the real world you would get the qualified people you need to do the 

job.  Persons in leadership positions are not the best qualified they have been promoted because of time 
spent in the organization or to get rid of them from the crew

1171 There should be wage increases.  They should revert to the old system of foreman / assistant foreman 
and 3's and 4's.  As it is now no one moves around the state for advancement, they just stay where they 
are and in time they are making as much as the long term employees.  They should do away with salary 
eligibility dates and just give everyone their advancement on their anniversary dates.  They have too 
much high level management and supervisor positions.

1172 More communication between management, supervisor and crew.
1173
1174 Make the pay scale more competitive.  The  good 'ol boys
1175 Higher entry pay and higher overall pay.  And more personalized evaluation to determine pay increases.  

Pay increases based on merit rather than years of service.  Pay scales more comparable to DOT 
agencies in the county.

1176 Higher pay
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1177 More pay, fully paid insurance
1178 Higher pay, don't mess with health benefits
1179 Have no ideas
1180 Pay increase, suggestion box for ideas, upon starting new receive one or two days training on paper 

work, equipment, etc
1181 Now at 6 months with ODOT.  After training I am very marketable with city and county and state 

agencies.  I could step away from ODOT and work less and make more money next month.  The crew 
and the environment has kept me here this long.  I hope to stay and enjoy many years and return the 
favor of hire

1182 Better wages
1183 Get rid of idiots and lazy people
1184 MONEY
1185 We need a pay raise! And more opportunity for job advancement
1186 Pay employees fair market rates.  Our top out pay is county and cities start pay
1187 Pay more
1188 Need better pay, room for moving up the ladder
1189 More pay to live in Portland area
1190 Pay TMS is more $ they get trained and move to section maintenance because it is impossible to 

financially survive at range 17.  Also we are trained to do range 19(TMS2) plus our job which makes us 
more qualified than TMS 2- yet we are paid less.  Does this makes sense?

1191 1) Pay more, 2) Support from HR 3) Every 2 years we have to fight for our wages and benefits.  We find 
out our true value and how ODOT and DAS think about us 4) We used to care about slowing traffic down 
in our work zones.  Safety has always been #1, now we shut work zones down because traffic is going 
too slow through work zones.

1192 Increase pay, bring back tier 1 PERS for new hires
1193 More pay. Fairness in the workplace. Hard working is never rewarded.  Sucking up to the boss is how you 

get more pay and better job.  That's wrong
1194 Pay scale equal to other government agencies
1195 Better pay for all employees. People putting their live son the line every day giving drive tests. More 

employee input on changes.
1196 Spent 2 years on trial services pay. My level of poverty offends my coworkers. I am a journey man in 

three construction disciplines yet I am paid as an apprentice. I do building maintenance at 885 Airport Rd. 
in Salem, OR.

1197 Improve pay, benefits (PERS). I feel the down scaling of PERS is the major reason people leave. Pay can 
be much  higher in private sector, also. 

1198 Better pay.
1199 Return the retirement system as before. Keep the benefit package at no cost to employees.
1200 More budget and resources to do job. Flexible work time.
1201 Continue to provide good benefit package. Increase pay to public sector.
1202 Increase project budget--current budget is not reflective of economic times.
1203
1204 To give the crews the equipment and tools they need, not what management thinks we need. Listen and 

react positive to what we say and want.
1205 Better pay at faster rate. Treat employees fairer. Don't promote kiss-asses. Listen to employees they are 

the lifeblood of this ODOT - they are the ones doing the work.
1206
1207 Less managers and office people, more maintenance workers.
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1208 In this district, we really need some decent people for managers. If we had a management core that 

commanded a little respect and had something other than self-serving egotistic motives, I believe 
employees would be very happy overall. Road maintenance crews here have been made to feel like 
second class people, and have even been told that we are here to serve specialty crews (i.e. bridge, sign, 
electrical crews.) We had a very fine individual as our direct supervisor. He was placed on paid 
administrative leave about two months ago. we have never been told why, and that supervisor has never 
been told why. He was replaced with an individual that was obviously groomed for this job while the old 
one was treated so badly that it was difficult for him to perform his job properly. The appointment of this 
new individual is the completion and epitome of the "good ole boy" trio of district managers. They have 
gotten there with the use of promotion that certainly should be considered unethical, wrong and 
incorporating practices that may even be against policy. Many serious complaints and allegations have 
been presented to the management system. They have chosen to sweep them under the rug and ignore th

1209 Bring pay scale competitive to outside sources. Insurance is severely lacking, job offers from outside 
sources are offering much better insurance packages. Supervisors need to have better training in how to 
work with employees. Their personal interests should not be their priority. Training (technical training) 
needs to become a priority especially in specific job areas. Jobs that require specialized technical training 
should be receiving it. Right now that training is not available.

1210 Need to have a good management (education experience, fair, listening, support, etc.) employees can be 
contact personnel easier than now. Personnel - ___ management. Manager - not listen, not fair, etc.

1211 New building; new equipment to do a better job; more safe ideas for parking lots in our buildings
1212 We need more up-to-date work stations that are more suited for working at all day. Some days we are 

completely swamped by customers and do not have enough staff. Especially on those days, we are 
screamed and yelled at by irate customers who are angry at having to wait for service. Many workers 
cannot take this pace and move on to other jobs with less stress and the same or better pay.

1213 Honoring all of the contract.
1214 Increase pay and allow more time for training before placed on the counter, or allow a month of training, 

after classroom training, with a person supervising to decrease new employee turnover.
1215 DMV needs better facility to accommodate the needs of our growing population. Also needs to hire more 

customer service reps.
1216 Increase wages to market level with reasonable time off and more training. Better management training 

i.e. HR skill. More time for management to perform their task instead of working on counter, answering 
phones etc.

1217 My only suggestion at this time would be higher rate of pay after 1st year of employment and subsequent 
raises for more years of service. Clothing or plaques awarded to each field office employee.

1218 1. Increase salary - add more steps to the salary range or upgrade the engineering positions. ODOT is 
paying consultants at a rate this is 3 times as much as our salary. While our unit has been  understaffed, 
we've been demanded to handle much more workloads. With so many projects getting outsourced, we 
need more technical staff to critique and review consultants' work for technical accuracy and 
completeness. ODOT has completed a much less amount of projects due to the high cost of outsourcing. 
The consultants benefit but ODOT and taxpayers are short-changed. 2. Hire managers that care for and 
understand the needs of the employees. Our first technical center manager did not care for the technical 
staff and had no leadership skills. Many staff left because of him. 3. Add more engineering positions and 
do not outsource as many projects. This will ensure training and learning opportunities as well as career 
advancement. Currently, there is not much of a career path for engineers because many experienced 
engineers have left because of the low pay, high workload, and understaffed conditions.
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1219 Employees need to feel valued and there needs to be career growth. 1. Pay increase through more steps 

added to salary and regular cost of living increase to keep pace with inflation. 2. There's too much work. 
More positions need to be added to relieve the load. 3. Most projects are outsourced; this is more costly. 
Consultants benefit but employees and the taxpayers get short-changed. Employees don't get to work on 
big projects because they get outsourced and the learning curve is limited in smaller projects. 4. ODOT 
used to be a big family and it used to support families. Recent mothers coming back to work after having 
given birth were denied part-time work request. These highly-skilled employees left to work for 
consultants who were willing to accommodate their part-time schedule. It's too bad that we couldn't work 
with these employees to accommodate them until they could work full-time. 5. Technical Center Manager 
needs to be able to understand the needs of employees. This person needs to be truthful, fair and care 
about employee workload and issues. All these qualities were not exemplified by the Tech Center Mgr's ac

1220 Provide career paths. Pay. Employer match of employee contributions to retirement accounts. The PERS 
system was gutted.

1221 Increase salary and added more steps to accommodate for inflation. Provide better management and 
less projects outsourced to consultants to promote learning opportunity and career growth development. 
Currently 70% of our projects are outsourced and 30% are in-house. Consultants are charging approx. 3 
times as much but delivered poor quality products due to limited budget. We should hire more staff and 
should deliver more projects in-house.

1222 Better communication between management and employees regarding changes that will affect their 
jobs/duties. The recent reorganization was poorly handles and many people were reassigned to new 
jobs/duties with little or no input into the decision (myself included). Better (more competitive) wages 
would help with retention as well as attracting new employees. When people leave ODOT employment, 
we have had an extremely difficult time getting qualified, desirable candidates to fill those positions. This 
leave us even more understaffed with no real relief in sight. This is frustrating to many employees, since 
we are already being asked to do more work with fewer people.

1223 1. More pay. 2. An organizational attitude that long-term retention is positive and pays off in the long run. 
3. An honest assessment whether contracting services out is good. For example, how much do you pay 
for contracted services v. permanent employees.

1224 1. Be more generous with merit raises. 2. Try to pay people what they're worth. 3. Be flexible when 
negotiating salaries. 4. Find ways to promote deserving employees. 5. Keep a strong workforce so that 
we are not understaffed and overworked. 6. Strongly encourage those who are eligible to become 
licensed engineers.

1225 1. Competitive wages and benefits. 2. Recognize and promote employees with outstanding contributions. 
3. Recognize worker/employee limitations - can't do all the work as manager expects. 4. Get rid of 
employees who are "dead wood" because the rest will have to do their jobs.

1226 ODOT needs to look at regional differences in pay scales. The statewide pay scales are not flexible 
enough. ODOT needs to be more competitive not only with private sector pay, but also at least 
competitive with other public sector agencies. ODOT needs to decrease the amount of work that is 
contracted out. Consider cost of living differentials based on where the employees work. Travel 
allowances, etc. already do.

1227 Be more forthcoming in how similar jobs are being paid and benefited, at least in the Portland Metro Area. 
Thanks for asking our opinions!

1228 The scrutiny and restrictions on personal versus public behavior has become an overwhelming burden 
and results from the overreaction to specific misbehavior - everyone pays for the "bad apple." Another 
consequence of the situation is that morale is very low, employees feel beaten down and the work 
atmosphere is filled with paranoia! Managers are inconsistent in how they apply performance 
expectations and behavioral expectations (i.e. some employees spend hours visiting others in the office, 
without consequences, yet the same manager hands out discipline to another team member for slight 
infractions). It becomes a game of manipulating the supervisor.

1229 Bring back a good retirement program. PERS is no longer a good system. It was one reason I came to 
work for ODOT. Now I have no hope.

1230
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1231 I feel education should be encouraged. I feel like the state should enforce equality and that when 

employees are treated unfairly or they treat customers unfairly due to race, more needs to be done. 
There are more racists working at this office than I've met in my life.

1232 While I view my overall experience here at ODOT as positive, there are a few improvements that could 
be made to increase retention. 1. Pay: one of the common reasons I hear that people leave (and the 
reason I consider leaving at times) is that the belief that a person can find a similar job that pays better. 
For the stress involved in the job, the pay does seem, at times, to be not enough. 2. Advancement: there 
feels like there is little room to gain new skills or to advance.

1233 Higher wages
1234 Pay better! Job advancement needs to exist!
1235 Salary increase
1236 Longer training for counter operators - working with real customers and more time on titles and charges. 

More supervision at the field office.
1237 A fair hourly wage and more supervisor support when dealing with angry customers. Employees do not 

feel empowered or protected when customers and other employees are allowed to berate and batter us 
with words.

1238 I feel we need to get paid for the job we do. To get and keep good employees you need to bring the 
salaries up to meet the standards of living. The state has to be willing to give a fair wage so we can go 
out and help recruit better people for the positions they are asking to fill. We are very poorly and 
underpaid individuals for the job we do. We do get very lousy pay.

1239 More pay for the job they are doing. Field services are putting life on line getting in care - doing drive tests 
- having daily contact and diffusing drug abusing customers. Also, people who are motivated to do and 
want to do different fields of work should be allowed to gravitate towards that. The hiring processes for 
each job is wrong because it's based purely on interview. If you interview well you get a position.

1240 Make sure training is provided in a consistent and timely manager. I have worked here 3 years and I am 
the 2nd highest drive tester (in amount of tests given) and still have not been trained to give motorcycle 
tests. Our entry pay needs to be higher - doing drive tests is a very dangerous part of our work and 
should be considered hazardous.

1241
1242 I have no idea how ODOT should retain employees rather than to treat your people with more respect, 

quit playing games when negotiating contracts and honor your employees by actually valuing them rather 
than using them as things to get to where to they want to go (promotion-wise).

1243 More pay, less changes
1244 An increase in pay, the retirement security not to be messed with anymore. Keep medical benefits.
1245 Ask people who are directly affected for input. TSRs are front man to the public and most "headquarter" 

decisions are made blindly: doesn't make sense to do things one way and the people making them don't 
know.

1246 Field services needs a revised career ladder. The TSR series is too flat.
1247 Additionally opportunities to learn supervisory/management skill. More pay especially seeing as how we 

are expected to do so much more than we did even 2 years ago i.e. ID fraud checking, Re-eval/at-risk 
drive tests (only select employees at same pay rate as everyone else), being in an office that has a higher
drive test expectation then others in the region, etc. We are expected by our manager to do as he says 
even if it is not ODOT/DMV policy. This puts us into an uncomfortable position.

1248 Raise lower end of pay scale. Develop training program. Recognition increased at lower levels (more D.F. 
Awards)

1249 Salary is important and so are COLAs. When people don't get regular raises they start to question the 
value of their work.

1250 Pay increase
1251
1252 Bring more contracted (consultant use) back - has especially affected bridge designers AND quality of 

work. Much higher cost as a result, as well.
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1253 Better pay.
1254 Allowing employees the option (for positions that are compatible to working) for telecommuting and/or 

working at the district office if they live nearer to it than the region or HQ office. In other words - reduce 
the need to commute regularly. Reassign work locations to be nearer employees living areas when 
possible.

1255 Provide better information about existing retirement plans, including ON-THE-JOB** OSGP training, to 
help employees "do the numbers" and understand how to reach their retirement goals as an ODOT 
employee (**like US Govt and private sector employees).

1256 For professional engineers, providing challenging work to utilize their skills. Maintaining good benefits 
(insurance, retirement, etc.). Develop an atmosphere of wanting to develop employees and help them be 
successful.

1257 Better pay (compensation), better benefits (health and retirement)
1258 To increase retention it is very important to increase the pay. Yes, the other benefits (health, vision, 

dental) are good, but compared to private sector we lag far behind. I believe it will become increasingly 
more difficult to recruit younger professionals.

1259 Pay scales for many positions are far less than other public agencies and private companies. This must 
be addressed as a priority if we are to retain good people. Next item is more job growth opportunities. We 
don't have many management levels. Might consider using developmental opportunities for lead worker 
and management positions as position in training or job shadow where vacancies don't exist.

1260 Some places in ODOT are good areas to work - other are not. Workers are often recognized by their 
supervisors - if they have good supervisors. A supervisor rating system would go a long way to help some 
of our retention issues.

1261 People leave organizations for many reasons. The highest reason is usually the manager. One other 
reason is co-workers. As a manager, I find it extremely to deal with under performing employees. If the 
method of dealing with these underperformers were easier, the rest of the team could see the effects 
quicker and realize that the manager is their for the good of the whole.

1262 1. Better recognition of individual contribution. 2. Increase career growth opportunities. 3. Increase pay 
consistent with skills, experience.

1263 Stop burning people out. There is more work than can be accomplished by the number of people in the 
time required.

1264
1265
1266 ODOT needs better communication between team leads/managers and employees. Honesty, and full 

disclosure on work issues can go a long way. Also better employee recognition would be good. People 
sometimes get rewarded when they don't deserve it while others that do deserve it get nothing.

1267
1268 Market based pay, career education, defined career paths. Incentives/recognition given with greater 

frequency, spot rewards, salary increases at times other than performance review.
1269
1270 Being able to promote individuals would help. Currently if an employee wants to advance he has to wait 

for an open position and apply. Even if he is already doing work above his position. 
1271 Protect benefits and retirement.
1272 Training opportunities.
1273 In our group most of the people leaving have left because of conflicts with the same manager.
1274 *Work to reduce stress caused by issues outside the employee's control. *Provide employees with 

measurable, attainable, success criteria. *Reduce the emphasis on blame and increase the emphasis on 
problem resolution. *Look at processes to improve individual decision making power, less responsibility 
without authority. *Find and recognize success, don't publicly recognize failure. 

1275 In my area workload stress is a big component. Meeting schedule deadlines. Pay appropriate for 
employees skill level. These are key components to keeping employee satisfaction high. I enjoy my 
manager and the level of respect he has for my work. This has kept me involved more than the level of 
pay or training that is afforded to me.
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1276
1277 1. Provide more training. 2. Reward dedicated employees. 3. Dismiss nonproductive employees. 4. Listen 

more to employees. Take ideas seriously. 
1278 Increasing pay and not cutting benefits. Levels of authority and responsibility matching the levels that 

make decisions.
1279 Pay more, reduce workload.
1280 Upgrade systems to get rid of old technology and keep up on it. God with more simple, yet standard 

systems across all of ODOT. Private pay is close to 2x what the state pays, unfortunately Portland is the 
only spot in Oregon to go.

1281 Increase pay to match other organizations doing similar work.
1282 More pay. More vacation time. Fitness club membership to help with overall health in ODOT. 
1283
1284
1285 Increasing pay/salary to be more competitive with private sector, especially highly competitive positions 

(engineering, project leader, etc.) Continue to find ways to build morale and make people feel good about 
the work they do. Then climate is very anti-government or negative toward public sector. need to find 
more ways for people to feel appreciated.

1286 We need to do a better job of providing career development opportunities and doing succession planning.

1287 Hire employees with the job experience, education, licensing required for the position. Pay should match 
that of the qualifications. Work experience and friends with a manager should not mean promotion. Upper 
management should have graduate degrees. New ways of doing things should be considered as long as 
they do not impact codes, laws, etc.

1288 Increase pay, new, better buildings, and reinstate old PERS retirement plan. 
1289 Have a training program specifically for employees that want to attain a management position. Provide 

employees an opportunity to gain skills for supervisory/management position when they are still in lower 
positions. Job share? Supervisory training? Executive level training?

1290 *Better comparative wages. *Eliminate the restrictions on advancement. i.e. only one step or minimum to 
get pay raises. *It's embarrassing that an internal employee has less bargaining power and possibly more 
experience than some one on the outside when promoting to a new job.

1291 Increase staffing levels so we aren't so overworked. Increase pay to meet industry standards.
1292 In the past, several years ODOT has become a very contentious work environment, especially at the mid 

to exec level management. This is causing more time and effort "in-fighting" before anything gets done. 
Get rid of the turf wars, start working together for the common good and stress levels will greatly reduce 
causing quality and productivity to go up.

1293
1294 Equality between team members is a big issue in my area. The men seem to believe females are not as 

knowledgeable or able to fulfill the work assigned. I believe there is a sexual harassment within certain 
areas of ODOT. I believe team leads and supervisors to not handle employee issues at the time of the 
offense. That the same action continues and nothing seems to change time after time. It gets to a point of 
why bring up problems when northing gets resolved.

1295 Pay increase.
1296 1. Increased communication among disparate groups. 2. Financial incentives. 3. Less "red tape" to 

remove employees based on performance. 4. Decrease criticism for risk-taking and making mistakes. 5. 
Increase manager training with personnel issues. 

1297 As our benefit package has become more comparable to the private sector, our salary has not. Our 
benefits have dropped to a competitive comparison but salary has stayed the same. My salary should go 
up to be competitive.

1298
1299 Bring up the wages to allow us to live on them and this will also allow us to hire good candidates. Our pay 

is just too low!
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1300 A couple ideas revolve around the same principle. More support! Either with  people (meaning more 

workers) or money. I would feel like my employer respected me more if they gave me some backing and 
showed me the importance of the job I perform. 

1301
1302 I feel there needs to be more trust between employees and supervisors. It feels like at times that if one or 

2 people do something wrong it comes down to not being able to trust anyone and that doesn't seem fair. 
I think in the past couple of years ODOT has been getting better about recognizing employees for a job 
well done.

1303 there were series of training on empowerment for employees movement. This training were not fully 
utilized since management have been more towards "centralized" decision making. This is not helping me 
personally to become creative & encourage leadership skills more often, we have to briefly all procedures 
step by one manager/ higher authority. this just cites how funding on training can go to waste. verification 
on documents, we had training on there but it becomes subjective at managements discretion when we 
are at the counter.

1304 cut out the little things, the "none productive " non job related crap that causes stress. This company puts 
too much time and effort dealing with "none productive" crap. There is no teamwork between crews, no 
help between crews and no clear leadership, and all we have here is leaders too many of them. I am a 
coordinator, for 2 years here with ODOT. I have been led by people "supervisors" that have no 
experience in the field that am in. so they make up small and "none productive"  things cause come 
stress and the crew stress to justify their job. these small things have nothing to do with the job or the 
field that am in. the supervisor was promoted to a higher postion? I as a coordinator do not need a 
supervisor, and I don't mean to supervisor bash but the "none productive" stuff or "little things" has to stop 
here. it just causes stress.

1305 Increase pay, and give more ownership to employees.
1306 Less managers and better management.
1307
1308 I feel the best way to retain employees is to pay them more. For newcomers, even being single, the pay is

not enough to make ends meet without taking on other jobs. Another way to make employees happier 
would be to recognize the good that they do more instead of only telling them what they need to work on. 
It seems that ones who are given leadership roles are not rightfully compensated monetarily for their 
taking on more responsibility.

1309 Although some change is necessary from time to time, most changes are disruptive and produce little or 
no good result

1310 The pay is a very large deal. As a single person, the taxes are rough enough without dealing with an 
already  low pay rating. The training and benefits are outstanding, can't argue that, but training and 
benefits don't pay the bills.

1311 More pay.
1312 All crews work together with no problems. If a crew needs a tool from another crew, they get it without a 

problem.
1313 Competitive pay scale wouldn't hurt for new employees, pay steps are too long and drawn out - 7-9 years 

is stupid. Don't cut medical benefits to make up loose ends
1314 Less red tape, less distrust between crews.
1315 Being a public employee and not being able to take any incentives (bonuses, gifts, high pay, etc.). Better 

retirement - as that is pretty much gone.
1316 I think employees, especially new ones, need a little more money starting out. I know we get our benefits 

totally paid and that's big, but you still need enough money to live. I'm an elder employee and if I get 
much more money I'm afraid we'll just start to pay some of our own benefits, so more money might not be 
the answer.

1317 Better visibility at executive management staff. We are in the midst of a major change, including 
reassignment of several very good employees to another agency. Many of the affected positions were a 
direct result of recommendations by executive staff and none have so much as walked through our area 
to see the results of their decisions!

I-61



Appendix I
Employee Survey Comments: Ideas for Enhanced Retention

No. IDEAS
1318 Since the SDC come along - I don't feel we're giving our users the good service we once could. HAD 

pride in working for Highway, ODOT. In the last year or so, it's not the same, the CIO we have now, 
doesn't know who we are! Never does the meetings every 4 months, like we used to have. Newcomers 
over to tell folks, if we're doing a find job or not.

1319 For IS folks, the SDC has caused a lot of stress --> Increased work load for remaining folks. Let's get 
them the help they need.

1320 Heavy workloads lead to stress. Need more staff to reduce workload, thus reducing stress and making 
happier more productive employees.

1321 Increase wages.
1322 My manager fails to listen to employees. One minute he will support the employee and the next he will 

reverse himself. He fails to be consistent. He micromanages. He is completely ineffective.
1323 More upper level IS positions, less taking away existing positions when they become vacant.
1324 The change in the retirement system was too great. Many employees have a change to match funds put 

in by their employer e.g. employee puts in 5% and employer matches 5% --> 10% into retirement per 
year. We were getting 12% (ODOT paid employer and employee share). Now it is a 6% ODOT 
contribution with no opportunity to match or contribute for employee. Thus my potential retirement fund is 
cut in half. I make less than my peers in industry and now have a retirement plan that limits the percent to 
set aside each year. I almost have to leave to get a better plan, the existing plan would work if we were 
able to contribute the employee share to it.

1325 Fire incompetent and lazy people for which others have to pick up the slack and/or performance based 
pay. (I know our union prevents such logical things - but it would be nice.)

1326 Higher pay, compared to the private sector. It's bad enough that they screwed with our PERS retirement.

1327
1328 Increase pay and benefits
1329 More pay. Comparable with other agencies and with the private sector. With the decrease in the benefits 

package, the salary is way below the private sector. I know people that actually get similar benefits 
(insurance, retirement, vacation) much higher pay and work in the private sector. I would also 
recommend pay raises based on performance. And upon promotion - the ability to get a higher salary, 
other than the 5% especially an outside candidate can get more!

1330 Equitable pay to industry. Enforcement of parity across gender, religion, cultural and other boundaries, 
rather than enforcement of tolerance at all costs for sexual and other abnormal marital association.

1331 Keep insurance packages best I've ever had.
1332 Possible monetary bonuses for "loyalty" years of service bonuses: $250 for 5 years, one time; $250 for 10 

years, one time; $500 for 15 years, one time; $1000 for 20+ years.
1333 Do not outsource large parts of ODOT work to private consultants. In addition, under the last 

reorganization, employees with the agency had to endure additional stress. Some employee positions 
were eliminated, which I considered very valuable employees to the agency. Some of these people had 
over 20 years with ODOT.

1334 IDEAL--> Make our organization more attractive than the consultants. Pay to keep a high quality staff and 
retain work that will challenge this staff.

1335 create a fair work place that does not discriminate. Judge all employees fairly. Don’t favor poor 
performance due top personnel reasons or friendships. Recognize the real work done by everyone and 
give them appropriate compensations. Pay a fair market salary. don't freeze wages.

1336 I think that work shouldn't be consulted out of ODOT. We could keep people. Consulting out is a total 
waste of the top payers monies. Employees should feel worthless when they try to do their job. Ideas 
when shared shouldn't be rewarded to the manager. blame falls upon the lowest paid employees for 
items that are not under their control. managers run frombalem & allow it to be the burden of blame to 
their staff and their isnt a place for it to go except the shoulders of staff. respect in the work place- if no 
respect no team-managers want nothing to do with complaints or problems. "take it outside"
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1337 I have personally witnessed weak management attack experienced management. Managers do not 

follow their own policies and guidelines. With weak managers (very little experience) it reflects on the 
whole distric. I have watched several managers have changed their offices around several time in the last 
few months. do they have something to do? all i see is email email amd more email. there is no verbal 
conversation because nobody trusy anyone else. in our office the men managers are so lazy, they would 
watch other women  try and move items etc. without any assistance from them. our managers will 
delegate anything  down to lower level. management just dictates. they don't participate in actual work. 
also management here has biased relationship with some employees (lower management). there os a 
breech of confidentiality to a supervisor. they seem to give a special supervisor a lot of freedom but 
demand others tow the mark. i do not feel that a district managers should be sharing info, with an 
subordinate on another employees health status etc.our benefits have went down the hill. in the past few 
months, i have stressed and experienced harrassment and illegal acts. human resources apperenty is not

1338 the payscale must be increased in order to retain employees like myself. I'm used to cash bonus and 
made nearly $20000.00 more last year in the private sector with nealry the same benefits. Money speaks 
louder then anything else period! You want to keep people, you must provide competitive wages.

1339 increase the pay scales. Consultants generally pay twice as much as ODOT.
1340 better pay
1341 higher pay. Find some way to keep ODOT from being a judus Goat, political footbal, or model of 

government in efficiency. Keep ODOT out of the news.
1342 better pay more recognition for accomplishments. I've risen pretty fast (at least the 1st 10 years, which is 

certainly reward itself) but over the years I've seen numerious awards & pats given on the back given for 
specific accomplishements. (many of them exactly thing's i have done) but have never gotten any sort of 
recognition.

1343 we just had an employee leave ODOT for a similar job with the city of Wilsonville. He got an immediate 
raise of $810 per month with raises at 6 months intervals. Many employees have left for jobs with the city 
of Portland and consultants like DEA etc..

1344 ODOT need to pay it's employee. Consultants are being payed a higher rates of pay, for the same work 
that ODOT does. More is down. The organization is at the bottom of the ocean.

1345 more benefits for longetivity, more vacation & more steps added. Some of us are way behind as with the 
economy and need more pay because of the time of service w/ODOT.

1346 better pay
1347 provide  more real technical training in several different background, design surveying, construction.
1348 more pay would be appropriate. For instance we recently lost a qualified employee to the city of 

Wilsonville that paid $800 mo more for similar work.
1349 it would be nice to have manager with engineering experience. That way when a problem arises they 

have a clue of what is happening instead of just getting the project on time.
1350 help employees to feel valued, promote mentor programs and promotion within.
1351 employees salary must be adjusted to fit the market rate. ODOT pays very little salary compared to other 

agencies within the area. Also salaries should be adjusted for urban areas to accommodate inflations.

1352 increase of pay primarily!
1353 increase pay benefits, publicly support employees & provide some assurance that in 3-5 or 5-10 years 

there will be an ODOT. Currently folks see consultants as being valued more than the ODOT staff & 
generally believe that in the short term, all work will go to consultants.

1354 Improve compensation. Improve training. Give ODOT more flexibility to manage compensation and 
training, and other aspects of HR management.

1355
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1356 Flex 20--since HR studies show that we are approx 20% below market, I propose a concept that would 

allow workers to take that 20%=1 day/wk as time off or pay or a combination depending on seasons and 
workload. This would go a long way towards making ODOT more attractive to new employees, prevent 
employee burnout. Close the pay gap--and establish ODOT as a leading innovator. The net cost of this 
would probably be +10% if at least half the people take time instead of money.

1357 Nearly every employee in my group is doing the work of 2 FTEs, working overtime to meet "normal" 
expectations of their job, and getting paid less than they would be working for other organizations. People 
stay for two reasons: job security and benefits. However, even those two very important incentive do not 
carry many of us through the stress and frustration brought on by dwindling staff and ever-increasing 
workloads expectations.

1358 I think that employees with bad attitudes and/or poor performance should be dealt with quickly. They are 
like bad apples in a barrel, fermenting and dragging down the morale of the rest of the group. Too often 
they are ignored because no one wants to deal with them. The agency is afraid of a lawsuit or they are 
close to retirement. Those actions send the message to others that it is okay to be negative and are 
productive. You still have a job and the same pay as those who give 100+%. 

1359 Better union--to provide better work conditions and safety habits and good equipment to better the ability 
to do a job more efficiently and cost effective.

1360 A better pay incentive to get and keep great people that have the skills we need.
1361
1362 *Increases in wages/benefits. *Revamp retirement benefits--medical costs.
1363 I know for a fact that studies have been made before and nothing was accomplished. This world revolves 

around money which ODOT never seems to have enough of. I'm very thankful for my job but the pay 
scale is far below that of other government agencies and public sectors doing the same type of work. 

1364 *Stop missing with the benefits (i.e. insurance and PERS) *Promote/recognize employees for good work, 
and take advantage of the trial periods to correct mistaken promotions. *Listen to what employees have 
to say, take them seriously, and make changes. Stop blow them s***!!

1365 We would like fair pay for what we do.
1366 Less managers and supervisors and more workers and equipment the ratio of workers to supervisors is 

way above what we need. Also managers and coordinators need to do their own paperwork and not have 
workers do it. They need to be out on road and not in office doing paperwork.

1367 The recent step freeze was very unfair to employees at the lower end of the pay scale.
1368 We ODOT are losing good employees because of the low wages! It's time for a total revamping of our 

scale system. It was done 5 years ago or so but they still did not bring us up to other city/state rates. For 
example, a Marion Co. worker that drives heavy equipment such as a paint truck makes $24/hr and that's 
all he does. I drive every piece of equipment ODOT has and I made $18/hr. You tell me who is underpaid! 
We have more lane miles, higher A.D.T. deal with more people. Do more with less equipment/old 
equipment and are expected to do more with less people and we are compensated with the low wage. 
Not to mention Co./city benefits package are better. That's why we lose good workers to other 
cities/counties. So our morale level/level of service and everything else suffers. We have good 
pepole/workers at ODOT they need to be treated like everyone else when it comes to PAY! And if we talk 
about pay out loud we are told to go find another job by supervisor. How would you like to come to work 
for someone who says stuff like that to you in conversation.

1369 Better communication and understanding from management. Rely on crews to make decisions (eliminate 
micromanaging).

1370 I'm personally happy with my career in ODOT other than the pay. I would like to see about $4200/month 
for TMS 2.

1371 Employees for ODOT are underpaid. ODOT seems to want quality employees, but they don't want to pay 
that person for their qualities. Example: special certificates.

1372 1. Market value pay is needed. 2. ODOT needs to simplify and standardize project delivery. The current 
system is unmanageable. Alternative delivery, OTIA, BDU, etc. is too many different programs.

1373 Quit giving projects away.
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1374 Increase pay scale. Improve performance recognition. 
1375 Better pay. Pay needs to fall in line with pay in cities and counties. Benefit package needs to be held at 

current level or increased.
1376 Better pay and also being able to bring in a new employee at a higher pay scale if they qualify, right now 

you can only go 2 steps below the bottom. This would also help in finding better candidates for job 
openings.

1377 The only way to keep existing employees is to pay them more. We are about $1,000 a month under what 
we should be paid.

1378 More dough
1379 Make pay comparative with consultants and retain some of the more interesting and challenging projects 

in-house
1380 Higher salary to offset loss of retirement benefits (PERS reform). Higher salary to meet or exceed market 

levels. Higher total compensation by increasing benefits other than salary. Increasing number of staff to 
reduce workloads to manageable level. Increasing monetary awards programs for productivity and safety.

1381 Better pay…better career ladders for those without a P.E. Certificate
1382 Plans development process is being compressed, every job is being rushed to many changes late in 

process. Job openings tend to be at top - should fill entry level and move up. Pay needs to be high 
enough to attract new blood.

1383 Act much more quickly when employees communicate that current resources (particularly labor) is not 
adequate. A lack of responsiveness leads to employees leaving service due to exasperation and 
disappointment.

1384 Allow people to develop in their fields and being able to get better salaries as their experience grows, 
without needing to move to other jobs outside ODOT to get a better salary, or to another job inside ODOT 
that might not be of their interest and eventually quit.

1385 Compensate staff at a comparable level of salary and benefits (& retirement) in line with consulting firms 
package.

1386 I know we can't really increase pay so: make sure the interesting and challenging projects stay in house. 
Make sure employees are recognized by their supervisor for a job well done and not just once a year 
during performance appraisals. Be very careful not to let consultants and contractors run away with 
budgets, it is demoralizing. Be responsive to employee concerns and stresses. Make sure there are 
career paths available and make an effort to promote from within. Make sure benefits aren't cut further.

1387 Without adequate compensation and retirement, ODOT will continue its decline to ultimately becoming an 
agency of accountants without ownership of its jobs (contracts). The loss of the PERS retirement now 
requires that the agency meet the same pay scales as private organizations.

1388 Meet industry wages. Even wages common to other DOTs would be an improvement. Hire enough 
people so as not to burn out those people that choose to stay. A retirement system that isn't being 
changed or altered by politics any given moment.

1389 Keep pay increases consistent with counterparts in industry.
1390 Increased pay is needed, especially for newer employees not in the Tier 1 retirement program.
1391 Pay increase - benefit increase. Employees are afraid of wage freeze. They are not sure of the future 

about wages.
1392 Higher pay. Recognition for work well done raises done across the Board, for example I work with an 

individual who has less time in service and receives raises prior to myself - how fair is that? It's because 
of his anniversary date although he has years period.

1393 Look at employees left compared to ones who have quit. They contribute to employees leaving.
1394 More pay
1395 Quit freezing employees' wages, provide advancement opportunities without open competitive placement 

processes, include experience and training as promotional tool
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1396 Step increases, some employees were caught up in wage freezes and are upset steps have not been 

made to advance them faster. I know of employees full-time not getting step increases while seasonal 
and full-time employees with less time getting step increases sooner. Retirement - stop messing with it. 
It's not fair they change it all around, start new accounts when contracts were agreed upon in the past. I 
have started another retirement because you never know when the state is going to change. I should 
have to do this.

1397 Increase pay
1398 Increase employee pay scale, increase retirement benefits, increase better health benefits, recognize 

employees that go above and beyond the call of duty for their jobs (safety dinners, awards, etc.)

1399 Pay - working with other competent employees, more worker on small crews, training - ask for not just 
core training. Have every crew member more competent on computers. When working over, through 
breaks or lunch or not getting breaks or lunch on time. More compensation, money or time off.

1400 Better pay for the people, who actually do the work that the public see.
1401
1402 Employees need to be allowed to use their skills and ideas, not micro-managed. Pay needs to be better.

1403 Go back to the agreement when I was hired about PERs. Need more wages, hold onto full paid health 
ins.

1404
1405 Pay needs to be higher to closer match outside employers. My management needs to be more consistent 

and not two faced. Management states they are held to a higher standard but it all talk and no action but 
are management staff. Statement from management as this is my shop. 

1406 Make wages higher, retirement package more like 401L and employee matching as in other industries. 
1407 33
1408 Do not let managers have absolute control of keeping or releasing trial service employees. This allows 

managers to be very hostile to new hires and possibly remove the employee due to personal reasons and 
not performance problems. This atmosphere fosters a negative relationship between worker and 
supervisors from the start of a workers term of service. Spell out a process to allow managers to give 
special merit increases to employees who are performing above expectations. Their inability to raise 
wages like in the private sector makes it less attractive to employees to excel at their jobs. 

1409
1410 Better wages. Better communication between management and employers more of a family friendly 

workplace. Flexible schedule.
1411 Better pay. Managers not being overbearing. Let employees make decisions for their work. Managers not 

chewing on you everyday. Managers doing what they tell us to do. Promotion not being political.
1412 Higher pay, secure benefits.
1413 The employees need to have insurance coverage and not a 30 cent raise that is just a slap in the face. 

Minimum raises should be $1 or more. Managers should always stand behind their employees instead of 
assuming the customer is always right. Find out all circumstances before making decisions.

1414 Additional step increases for people that have worked more than 10 years. Better use of the computer 
software, so we don’t have to hand write as much. Have staff levels at a level where we don’t have to 
stress about if someone calls in sick we will be working alone. 

1415 When personnel come up with cost saving ideas on work projects quit driving the cost up because 
management can't figure out how it was done. Start getting rid of non performing employees that drag the 
other in the crew down. 

1416 1. Increase pay to reflect cost of living is, food prices. 2. Better management all around. 3. Keep paying 
for our insurance (medical, dental) it’s the only reason people stick around or want to be hired. 4. Have 
management be consistent in all aspects and cut out preferential treatment. 

1417 If you would like comments need more time and space to give it.
1418 Have supervisors that will do their job, quit making threats all the time if you don’t do what they say, even 

when it is not a requirement for the job you are doing.
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1419 A rewarding workplace where promotions/rewards follows outstanding service.
1420 Increase pay.
1421 More incentive/job recognition programs.
1422
1423 The cost of living being what it is today and continues to increase, I think a higher income is a factor. 

Many employees wish to be on the job for the long term but it is just no financially possible. 
1424 Employees get discouraged when they see nothing is being done about employees who abuse their 

position. Very disheartening.
1425 Better pay would help a lot. There seems to be a big problem with communication from the top on down 

on what is expecte dfrom the employees rule seem to change on a constant basis of what you can do 
and cant do. Personal protection is an issue of working with aggrevated people who could physically 
harm you and  you are denied of having any personal protection such as handgun or pepper spray. 
Higher management needs to trust their workers, and not take the word of others go straight to the 
source. 

1426 Listen to the employees about what changes need to be made.
1427 Try to give people more say in what they do. They will feel more ownership. If you start giving ownership- 

don’t pull it away, that causes a lot of bad feelings. Don’t ask for opinions and suggestions if you are not 
serious- that is frustrating!

1428 Better pay and benefits compared to the private sector. Cut back on privitization. 
1429 Go back to "team" units that are truly sel directed. Instititute an effective employee suggestion program 

that does more than give lip service to suggestions. Budget money for appropriate and necessary 
overtime. 

1430 Not enough experience to respond. 
1431 Team development and better retirement benefits along with better training and career development. 
1432 None. 
1433 Money increases and job diversity.
1434 Better pay to compete with private sector. Training for advancement. 
1435 Pay.
1436 Please don’t torture us with more customer service stuff or team work exercises. 
1437 Bargain in good faith. SEIU has made a reasonable contract offer which is being pretty much ignored by 

management.
1438 Increasing salaries to meet market. Allowing more freedom to be creative. Giving everyone the 

opportunity for training. 
1439
1440 Pay should be fairly comparible to that of the same types of professional positions (technical), as in the 

private sector. 
1441 Better pay, increased training.
1442 Raise pay and then keep it competitive with the private sector.
1443 Pay that compares to Private Sector
1444 Right now information technology salaries do not compete with private sector salaries.  A salary review is 

in order with potential for raising salaries.  That is critical in order to attract skilled workers.
1445 I enjoy the people I work with.  I believe my manager Gerald Fahrenkopf is fair, professional and 

personable and one of the best I ever had. Thanks 
1446 Increase pay, would also help in hiring employees
1447 Fix PERs - having different Tiers where Tier 1 retiree's receive huge benefits & Tier 2, 3 employees get 

little will cause less and less people to want to work for the state
1448 For IS better pay, more resources. IS  spread too thin
1449 I think that it is difficult to increase compensation in state government work.  I think that should be offset 

by more vacation time, flexible work hours, a good amount of technical training and good equipment and 
other resources to do the job.

1450 Job security would help constant threat or realization you can be fired (due to budget, trial service 
incomplete, somebody doesn't like you etc) makes for a difficult day
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1451 Decisions within DMV IS spend too much time trying to place blame
1452 Staff level needs to support workload

Better health and retirement benefits
1453 Stop rewarding the more political employees who go to management with everything and start rewarding 

productive employees who get the work done, but see themselves and management as not needing to be 
told, because they should be able to see it

1454 Pay and employee in put on decisions
1455 Recognition of work well done rather than punishment / letters of reprimand when mistakes are made

Be given reasonable amount of work, keep busy but not so much that can never complete or be done 
well.

1456
1457 Pay better. Provide further growth, mentoring.  Provide a more professional work environment when 

employees that do not do their jobs are under dealt with.  Provide a work environment when proper 
common courtesy is required.  Where workers hired are regularly hired to work with each other.

1458 Fairness and equal treatment to all.  Consequences are not equal for actions across the board.  Need to 
improve attendance issues with habitual offenders who abuse the system.  There is no accountability.

1459 Need managers to be trained adequately to do their jobs especially in: Dispute Resolution, Ethics, Fair 
Treatment of all Employees, Working with Family needs, Resource management / leveling, Constructive 
Feedback on Regular Intervals

1460 Pay and benfits are below market.  Even with the job study, jobs are miscategorized these should 
addressed

1461
1462 Consistent management decisions across department is very important.  Treat employees like they are 

important to everyday business of ODOT
1463
1464 n/a
1465 Require supervisor to take employee development plans and performance evaluations so they are done 

in a timely fashion and are honest and provide challenging objectives and provide some true evaluation 
and incentive / motivation.

1466 Lower classifications should be paid more (i.e. Assistants, office specialists and DEOs)
1467 More employee recognition. Many employees work very hard and deserve to be recognized.
1468
1469 More pay
1470 At DMV, it is hard to take on a new job and get anymore than 1 Step or the bottom step of pay scale. 

Once you have been with ODOT for awhile, there is no reason to move up and take on more 
responsibility until you get to the top of your pay scale. One step for a lot more responsibility is not 
enough. I would be more inclined to try to promote sooner if I could get 2 steps on a promotion.

1471 Entry level employees need to be more encouraged and empowered to promote training and project 
work. There are lots of good employees that leave because promotions are often given to someone who's 
been here a long time and are not necessarily the best person for the job. The younger employees have a
lot of potential that is never reached because they are not given the opportunity.

1472 Improve wages. Many positions at DMV are under classified for the work being done. This makes it 
difficult to recruit and retain qualified employees.

1473 More pay
1474 The benefits are what gives ODOT the advantage over other employers. Paid health and comp time 

options are great for employees. I could make more money somewhere else, but would be losing quality 
of life.

1475 Increase pay to reflect the fair market value. Increase benefit package, not decrease.
1476 Increase our pay so we won't feel like we're working for peanuts. Freezing our pay for 2+ years really 

killed our morale. Has anyone noticed how many people are bailing out of ODOT?
1477
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1478 Stop nibbling away at the benefits package. The IAP money is not matched at retirement. Some 

compensation should be made for cutting our retirement in half.
1479 Make pay comparable to private sector, counties and other states.
1480 Compensation does not match well with other agencies and private consultants performing the same 

engineering / project management type work. ODOT cannot compete for quality people on this basis. Nor 
has the lower pay, recent years of governor pay freezes and changes to PERS contributed to retaining 
quality people. The recent classification system for AEE engineers also creates classes between 
professional & technical that causes barriers in working relationship.

1481 Stop with the glass ceiling where a 4-year education and no experience qualifies over HS or 2-year 
degree and 10+ years experience. Make "cross-over" opportunities available.

1482 Fair wages with public sector, recognition of good work, safe work. Bonus, gifts…
1483 Better pay. Incentive programs. Reward programs.
1484
1485 It would be too early on for me to address this.
1486 Wage scale that is closer to that of city government
1487 Fair cost of living increases. Continue to pay for medical and dental premiums.
1488 Better pay, recognize good deeds, good work, work above expectations.
1489 More thank you (at no cost). Little more pay. More value for experience. Recognize people. Have 

supervisor talk more to the people. Lunches - picnic, potluck - help people to bond. Have ODOT support 
employee involvement in helping the area.

1490 Obviously pay scales present a barrier to hiring and retention. I would look at training and promoting from 
within, along with does every position require registration. When I started with ODOT, there was a good 
career path that led to PM or DM positions. That is no longer the case so after 5-10 years, there is no 
reason to stay - they even cut the retirement.

1491 1. Don't give work to consultants. They hire away our skilled employees, and those that stay feel that the 
organization is becoming irrelevant. 2. The work is easy, the goals are reasonable, and people feel that 
they are doing a good job, until they get to the paperwork. I don't believe that the FHWA requires or cares 
about a lot of this.

1492 Pay is not generally an issue. I am sick of the negative attitude that is prevalent in this organization. I 
have never received recognition for doing extra or an exceptional job. Performance measurement would 
be helpful. I do not get any feedback on my job performance, good or bad. Likewise I never hear praise 
for anyone else. It is easy to find fault, much harder to single o out exceptional work and reward it.

1493 Wages need to be increased. ODOT has trouble recruiting for all positions because of the low pay scale.

1494 This is the perfect place to work except for one thing. ODOT has at least one person on every crew that 
is a long-time, high-paid waste of space that manages to kill morale, accomplish nothing and not have 
one care about ODOT, the public or self-worth. And as long as they show up on time everyday, it's not a 
problem. Every year you have at a career, you need a goal and an achievement to show for it. We have 
to find a way to cut off the leeches.

1495 Cut the bottom (entry) 5-steps off the pay scale and start folks that are qualified and hire folks that are 
qualified at step 6, thus having 3-steps to advance to the top pay scale range. Give merit (special) pay 
increases to those deserving through overall performance of their job...not to the supervisor's pets or to 
patronize employees...The Driving Force Awards are a joke and insult to many recipients because of the 
obvious patronization of employees. Train supervisors to listen and solve problems at the lower possible 
level without involving HR to make a "mountain out of a mole hill" situation.

1496 Equal pay with private sector. Better health care.
1497 Needs to be better recognition programs. Other agencies have broader programs of recognition. Need to 

find ways to bring in more diversity so the whole work environment is more open & inviting. Hiring and 
retaining employees into positions of leadership is getting more and more difficult. "Step Up" positions like 
TMCs and ADMs don't have much incentive and there are no mentoring programs to help encourage and 
ensure success.
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1498 Increase pay, maintain benefits.
1499 Better wages
1500 Heavy equipment mechanics need more training and pay increases to match what is available in private 

sector to retain good young recruits.
1501 Don't split positions, keep paid health care, cost of living increases up-to-date
1502 Stabilize PERS - stabilize health care benefits. Establish pre-employment ethics/values testing.
1503 Be fair about keeping wages comparable with other agencies that do the same types of work. Help 

people to promote. Give monetary awards, like federal government for accomplishments above and 
beyond normal scope, not a $25 gift certificate or a $100 award for effort. Give incentive to perform. 
ODOT has a record of training people then losing them to cities and counties because the money is 
better, yet our job descriptions are difficult and more advanced than city and county and even other 
states' job descriptions.

1504 Higher starting wage, less steps. Top steps are OK, we just start out so low it's hard to keep employees.

1505 Better pay - no split positions
1506 Better chance for advancement. Different hiring practices.
1507 Get rid of the 9-step increase per salary range. 9 years to get to the top of a salary range is what I see 

driving new employees away. Raise the starting range of the salary.
1508 More pay. Keep current levels of health care benefits.
1509 Pay a more fair salary for good workers and allow people to take vacation. Show appreciation for good 

employees.
1510 We need to be "marketed" better. The public has a humble view of public workers (thanks in part of 

negative media).
1511 Treat employees with respect. Involve frontline employees with decisions that affect them/their work. 

Treat employees as adults. Increase pay/salary. Utilize common sense when making decisions. "The 
customer isn't always right." Make decisions because it is the right thing to do, not because it 
inconveniences the customer to come back.

1512 Everyone who works for me is topped out salary-wise. I believe their job is more demanding than their 
salary suggests. They are all trying to leave for better pay. It would be nice if they could increase their 
position levels in the current jobs!

1513 I believe employees should be more involved in updating work processes.
1514 Retirement issues must be addressed. Tiers are not the answer. Pay issues connect to private sector 

norms!
1515 Don't change or reduce the retirement system after someone has invested many years on the job. 
1516 Promote from within. Use senority not personality.
1517 Better pay. Better immediate supervisor willing to work not sit at desk and no work. Better communication 

with work processes to get job done. 
1518 Standardize pay with othe state agencies ASAP. Defend employees from public attack in the media. 

Reduce the number of meetings. Stop looking for "community" agreement and have managers start 
making decisions. There are many "analysts" and few workers. Hire people to work and get rid of work 
creators. 

1519 Pay and benefits (eye, hearing, etc.).
1520 Make salaries comparable to private sector positions of similar work. 
1521 Higher pay- the level of responsibility as an inspector on a highway project is not being recognized in the 

area of pay. We are the lowest paid people on the project, yet we are responsible for every person, every 
product, for the traveling public, etc. 

1522 More rewards, higher pay, ODOT. Paying for percentage of our work gear. 
1523 Higher pay scale- stop chipping away at the benefits.
1524 To keep the employees happy at their current positions more pay is needed. Its pretty pathetic when the 

contractors we supervise are getting paid more than we are. Make us happy!!!
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1525 Pay scales are much too low- causes problems with recruitment and retention. A "comparable worth" 

study is needed. In our recruitments it is always pay levels that prevent us from hiring the best. ODOT is a
great place to work, as long as you're willing to give up something salary-wise. 

1526 Better pay for comparable jobs in the private sector.
1527 Competitive wages and benefits package to ensure job security, let there be no reason why they would 

want to leave. 
1528 1. Quit consulting work period. It's bad for team morale and keeps the rumor mill going. 2. Raise pay 

levels 10% to keep up with the rest of the job market. That is why ODOT has been losing some of its best 
employees to consultants.

1529 Add new positions to increase project delivery times. 
1530 Raise pay level to retain and attract quality qualified personnel. Reinstate the original retirement/benefits 

package. 
1531 I am concerned with pay rates for employees. I'm sure it's not just me. I came from another public 

employement that payed much better with benefit adjustment. I am payed 42% of what I was making. 
1532 Better pay, more room for advancement.
1533 Treat employers of this division with respect from upper management levels. Increase pay to industry 

standards based on the job performance. Upper management of ODOT needs to pealize that they have 
qualified employees in the field that don’t appreciate being traeted like idiots! Upper management of 
ODOT put their pants on one leg at a time just like we do! Protect retirement benefits!

1534 More money.
1535 Let us be the weighmasters that we used to be. We were not heavy handed but since we were adopted 

into MCTD we have been treated like dirt. Better pay and benefits. 
1536
1537 Increase pay/benefits. Improve up and down communication.
1538 make sure managers know not to micromanage crew
1539 fair treatment. Managers who listen & do not attack because you suggest trying something different or 

new. Allowing "all" employees the same right. Not just the young & pretty ones.
1540 supply better training and quit saying yes to people when asked to do more. Unless they want to supply 

the necessary personnel or equipment to help.
1541 as new employee, training for job-related skills seem lacking. For example, I need a tutorial in using 

outlook to track my schedulle; I'm mystified by ODOT's codes for payroll & expenses (Eas, Activity code, 
sub code, crew, etc) and no one can explain it; i' ve not gotten a sefety vest or discussion about sefety in 
the field. ODOT should have a kit of small tutorias classes for basic tasks/skills needed to work in the 
agency.

1542 more compensation or pay, a structure for learning: example, apprentice tile programs. Using ODOT 
employees who have been around for long time as consultants.

1543 1)high pay for engineers & professionals. 2) managers need to allow flexible schedulles. 3) more 
appreciation from the public for jobs like the highway maintanance workers. The snow plow drivers, 
stripers, and pot hole patchers.

1544 favoritism by excutive management in personnel decisions is most concerning, particularly in 
headquarters. If you are part of the in-crowd out of the directors office, then there is preferential 
treatment. It does not set a good example for the organization and substantially hurts morale and 
productivity. why go the extra distance for the organization, when your contributions are not valued? it 
also appears that diversity in this organization is not truly valued because our corporate philosophy only 
reorganizes a certain style that the director and deputies practice.

1545 start you off at a higher pay with new employees
1546 I would like to see a comparison study done looking at like jobs to see where ODOT ranks in pay and 

benefits with private and other gov agencies.
1547 ODOT needs to pay wages similar with private sector jobs. We lost a lot of talented people because 

ODOT pay is 25-40 percent lower than similar private and public jobs. I make 30 percent less than my 
peers in other public agencies.
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1548 more recognition for good employees and more consicvinces for lazy, bad employees. Give us the right 

equipment for the job (post pounder for guardrail)
1549 more praise on work performed & safety listen more to employee concerns.
1550 a little more pay, s dollars for shift difference, hazard pay for nights. More help day and nights, more 

equipment to do our jobs.
1551 more pay for new employees, make maintanances easier to get. More ways to move up in ODOT.
1552
1553 Pay for performance and quit rewarding or allowing non-performers. Raise the bar in terms of quality 

performance by providing real incentives for good work. Let employees be creative and encourage it. 
Managers should be held accountable.

1554 Listen to employee's ideas and concerns. Allow employee input in procuring equipment used by 
personnel to do their jobs. Provide employees with at least the minimum technical training to repair 
equipment procured by the agency.

1555 Well, if we could get average everyday people to make more commonsense decisions and less concern 
about themselves, this would set a better work environment. Of all the people that leave ODOT unhappy, 
it is because of how everyday is an equal. Example: two guys on the same crew come to work everyday 
at the same time; Guy 1 works for personal satisfaction, Guy 2 only works to meet ODOT needs. I would 
like to see more people try to work for personal satisfaction.

1556 Get the pay comparable to jobs equal to ours. Do this in a reasonable amount of time (e.g. Don't give an 
increase in pay that takes 5 years to achieve top wages, because by then you're back at the bottom of 
equal jobs in the civilian sector.) Just get the pay up and keep it as close to equal jobs as the civilians. 
Thanks.

1557 Better pay would help. More recognition for ideas and performance.
1558 Increasing pay scale would be a good start. My wages are FAR below those of other governmental 

agencies, let alone in the private sector. If there is an employee recognition program, it isn't being used 
where I work. Morals is generated by the employees and not management.

1559 As a manager, I haven't had a retention problem. My problem is the pay is not enough to attract good, 
skilled candidates. Pay should be reviewed at least once every 7-8 years.

1560 Hire enough people to get the job done with as little stress as possible.
1561 Better benefits for new employees. Quit threatening cutting insurance benefits for all employees. Cola's 

should come closer to reflecting the actual increase in the cost of living.
1562 Better pay - I worked for Amtrak for 5 years. I started at Amtrak 10 years ago making about $0.50 more 

per hour than I did here at ODOT 6 months ago. My job is basically the same.
1563 ODOT has taken way too long in getting our pay and benefits up to a livable standard. It doesn't matter 

that there is a union! Getting and keeping quality people is what ODOT needs to do. The retirement for 
new employees suck!

1564 The pay is too low to hire new people and/or retain the employees we have. The politics and red tape 
could be a lot less.

1565 1. More competitive pay scale that is closer to local city, county and government positions in the local 
area. 2. Recognition for individuals that go above and beyond and that save ODOT a substantial amount 
of money. Sometimes a letter is not enough or appropriate for all the work put into something.

1566 Bring back PERS as it was. OR bring pay up to compensate for lost retirement potential. Bring pay up to 
par with private sector and other government, cities and counties. Update equipment in shops.

1567 Only been here 7 days.
1568 Increase pay. Accountability for managers and workers, a standardization rating system for workers (no 

double standards).
1569 Pay comparable to other agencies and private businesses that do same work.
1570 Specific to my position (heavy equipment mechanic) my wages have fallen behind both other 

governmental agencies and the private sector. As a result, our shop has had difficulties recruiting new 
qualified people for vacancies in our shop.

1571 Salaries in line with private industry for equal work conducted with licenses or registrations required. A 
promotional career track. Many ODOT positions do not have this. 
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1572 Better pay.
1573 More money.
1574 A pay scale close to outside industry or agency's more employee recognition more communication 

between management and employees. 
1575 The first improvement needs to be a more competitive pay structure. Employee's are underpaid. Not only 

is the top rate of pay lower than any of the other government agency in this area, but it also takes too long
to get to the top pay. The base pay is also very low and an insult to most peopole's abilities that start 
working here. The only other negativity that is associated to the job is the amount of negativity that is 
placed on us by the news media and the public. They dont understand how we contribute to their 
everyday way of life and there is a negative stigma place on us as workers. 

1576 Have a 5 year step process to reach top step, 9 years is far too long. Also the pay is too low in the first 
four steps for the skills and work environment. 

1577 More pay, money.
1578 ODOT needs to be competitive in wages with county and cities, ODOT misses out on very experienced 

people simply because of wages. 
1579 Get the wages up to match other agencies in the area. Stop taking away benefits and wages. Top out 

salaries in four years, not nine. 
1580 Need to raise pay, especially in populated areas, ODOT lowest pay in region. 
1581
1582 The pay is the biggest issue not so muc hyou top out at but the fact it is a nine step program, which is 

higher then any apprenticeship I have eer heard of. I think to msot people it is just to slow of an 
advancement to keep up with life, the benefits are better than any I have had in the private sector and the 
workload is much less, so I have a better private life to this but at the same time money is sometimes the 
deciding factor I have no intention of leaving but in the eight years it takes to max out who knows? 

1583 Pretty much everything at ODOT is a  good thing except pay it is way too low compared to other jobs we 
need to set the bar high which will bring better employees and level headed people to ODOT instead of 
just settling for what ever walks through the door. I couldn't imagine what ODOT spends on training? And 
then an employee just foes to a job for the city or the county! We need more pay!

1584 I think ODOT needs to have enough equipment on hand to perform the task at hand and to get input from 
crew's about equipment they are planning to buy. Also I would not have 9 step to top out I would make it 4
5. I would like to see the best candidate to take a supervisor job instead of good old buddy system. 

1585 Better pay relating too hourly wage, incentives, shift differentials. Taking employees ideas to heart instead
of to Salem. We are the ones working the highways, let us as crews to you what we need and then get it. 
We'll get it anyway, but do we order it or does Salem. When Salem gets involved, we dont  get what we 
need. ODOT has lost $ on several items and issues. 

1586 More pay. Better equipment. More safety equipment. HR needs to be more fair. 
1587 Need is better wages. Our pay is below scale for what we do and we are not able to attract people with 

the skills needed to do the work. So we are forced to hire people with no skills or little and then train them 
to do our job, which puts more of a load on the few of us who can do the work. This is not safe for the rest 
of the crews. As it is we are under staffed to do the amount of work we do have. Also some of the new 
people when they do get some training leave for jobs that pay way better then ODOT sub standard pay. 

1588 Adjust salaries for people who operate machinery, do lead work, etc. 
1589 Better pay, better training, more crew members to do the jobs. Better benefits. 
1590 Pay raise
1591 Giving merits to employees with good background, work habits, communication skills and attitude.  

Employees that are just buying their time, should be removed, placed somewhere else or decreased in 
pay.  Employees that don't like to perform their work should due reprimanded.  Employees / management 
should be written up or relieved of duty when they ruin equipment (accidents) or any troubles that they get
into in their working environment without the problems of unions.  Meaning "We shouldn't write this 
person up or we'll have a union problem on our hands."  Quote from manager

1592 There should be better hiring, right now there is poor hiring and age discrimination
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1593 Pay needs to be brought up to level with other agencies, starting pay is way too low.  We are losing 

employees to other agencies other agency employees not coming to ODOT
1594 More money - better retirement benefits - better health benefits
1595 Give some kind of incentive for employees who manage their sick leave wisely.  For those of us who are 

rarely ill, we lose all of our sick leave when we retire or leave (on Friday terms) ODOT.  Would like to see 
a better vision plan

1596 Management to realize we are only human and to try and communicate with us rather than dictate to us.  
Also to get us more help we are expected to do more and more work as management cuts back our 
people.  Yet the quality expectations stay the same

1597 Better career ladder is needed - always feel we are managing by crisis - if had additional staff would 
enable employees to take on different projects and develop themselves.  Once those employee's are 
more developed make it easier for them to obtain new positions within ODOT.  Perhaps "ODOT Points" 
like "Veteran Points"

1598 Better pay, less stressful environment
1599
1600 Exec mgmt needs to be realistic about the # of new programs ODOT can undertake w/o increasing the # 

of employees.  We keep having to do more with less
1601 Personal skills that match jobs people perform and actively helping people and providing opportunities
1602 Higher pay- closer to private companies doing same job. Adequate resources assigned to project so we 

can meet a project deadline on time schedule and budget once in a while. 
1603 Compensation/pay. Less involvement or more ODOT oversite of consultants. More education about 

things/subjects that effect my job.  
1604 Restore trust in future for retirement being what was promised when you started employment with them. 

1605 More competitive salary. Retirement benefits that don’t change after you have been employed 20+ years. 
Keep covering full insurance costs. 

1606 Wages shuld be comparable to other argument agencies, whether local or national. 
1607 Reduce the amount of contracted work. Increase pay for professional registration and for those who have 

jobs that are higher pay in private sector and similar governments. Stop reorganizing all the time and or 
dislocating work groups. It is frustrating for employees to see most of the best work go outside the 
agency. 

1608 Some ODOT employee's feel they can't do their job anymore due to "red tape" and environmental 
concerns, also in some cases we spend more time  taking care of saftey items then actually doing the 
job. I.E. the job takes 10 minutes to complete and one hour doing saftey procedures. 

1609 Higher pay.  
1610
1611 Better recognition of high performers. Merit increases. Recognition of value money. 
1612 Wages.
1613 1. Increase the wage and benefit floor. Many people work here long enough to develop a resume and 

certifications then leave. Often for jobs with worse working conditions and much more travel/time away 
from home but 2x or 3x the wage. 2. There is currently no planned/organized development of employees 
for the next level. Highway sections no loinger earmark money in the budge for training. Most managers 
receive their training after being hired. 

1614 Higher pay- you can not live on starting wages.
1615 Inrease pay, more work, more money to do the work. 
1616 Try to make pay equal to similar industries in area for the job done. 
1617 None at this time. 
1618 Be as fair as possible.
1619 Improve cost of living increases, health benefits.
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1620 Use seasonal positions rather than temps- training is time consuming and expensive benefits are 

important to employees. There also should be promotional opportunities at DMV there are too few. The 
pay has been stagnant too long the increase in living isnt keeping up. Promoting personal achievement 
maybe help with educational goals for those who want it. 

1621 Have to give them what they need to function well, more support when employee's are absent, allow 
training of new seasonal employees earlier so when we need them they are trained well enough to be 
useful. 

1622 Get rid of some overhead. Be more receptive to new technologies. Get rid of roadblocks to accomplishing 
work. I.E. more emlpoyees that can actually d othe jobs they are hired for. Stop screwing around with 
PERS.

1623 ODOT is extremely reactive to almost every situation, including day and organizational structure. Do 
something proactively instead of waiting for a bad situation. Way too much effort is put into things that are 
only problems due to perception. Management should get a backbone and provide protection to 
employers on somethings. ODOT is very disorganized at a high level. Statewide issues are difficult to 
resolve or get a handle on. There needs to be more accountability on upper level management. There is 
a tremendous disparity between the productivity of any two employees and no way to recognize the 
difference. Some crews have a gigantic work load, while others ahve nothign to do but play cribbage. 
Shifts the FTES. Prioritize the work ODOT does, and do what is necessary to support critical operations. 

1624 Increase pay or benefits. Career enhancements or opportunities.
1625 Low performers are kept on due to reluctance to get rid of them. Work is often shifted to higher 

performers causing the them be overloaded. Many people coast by without doing much while others in 
the same job are picking up the extra work and having to work overtime.

1626 More executive management interfacing with employees to communicate what is important for staff focus 
commitment to managing strategic and tactical plans improved HR (employee management) funtions. 

1627 Increased pay, more fair work distribution.  More opportunities to move "up" less burdensome process, 
process are not uniform and used as a punishment

1628 Pay is always good motivation, however, there are other things that help as well.  Creating a positive 
workplace is the next best motivator to increase retention.  Some suggestion to do that include: allow / 
encourage alternate and flexible work schedules; give due promotions discipline problem employees; 
encourage team building activities, etc.

1629 Pay commensurate with industry standards.  Greater rewards for outstanding work such as promotion 
and pay raises.

1630 More communication / training new personnel
1631 More benefits (i.e. vacation leave) for longevity with agency
1632 Increased pay - bonus system repayment of student loans, more flexibility in schedules.  More work from 

home when possible
1633 Better pay , especially for lower positions such as office specialists.

A more democratic style of management as opposed to military style or paternal, where employees are 
treated better
More women and minorities promoted or given encouragement to advance
Better safety practices for outside crews - should put more on human value

1634 Get employees involved with development of programs for there job i.e. cad.  Stop wasting all the money, 
time that is being wasted

1635 Comparable pay and benefits and following our mission statement that employees are #1 asset
1636 Lose the union
1637 People within mng need to have more background in maint.  This current ODOT mng. team does not 

have the knowledge of what highway maint. is to do a good job for our tax payers.  There is a lot of 
money within ODOT mng. that is being wasted.

1638
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1639 Decrease management and support services (too top heavy), empower district management - decrease 

region / statewide increase lower steps or time in lower steps.  Reduce red tape.  Don't reduce employee 
safety in the name of safety, quit jumping politically correct band wagons

1640 New employees should make more money if they are doing their job well.  There is a lot of talk from new 
hires whether the wages are good enough to hold them as an ODOT employee.

1641 Give managers the ability to increase wages at their discretion as often times good employees leave 
ODOT for a better deal.  The discretion should extend to the top of the pay scale.  Give hiring managers 
the ability to negotiate above step 4 as this impedes the ability to entice the best candidates to work for 
ODOT

1642 ODOT has a bad habit of treating their employees as second class citizens. Everything is stated as 
serving the public and not framed as customer service. There is no mission or visible vision on any of the 
websites that are easy to find (it took me 1/2 hour and it was buried 10 mouse clicks down) 1 came from 
an organization that was prided for it's higher performance and innovating thinking and it has been 
disappointing to come here. 

1643 10-15 % across the board salary increases. Drop the professional license and education requirements for 
positions and seek out people who have the skills and desire to perform. Allow more flexibility in 
implementing new and different ways of doing businesss on the local level. 

1644 One problem is legislation. Changing the rules of retirement and chaning what people have dependant on 
and agreed to. A little less pay with a good retirement is one reason I went to work here. But would 
consider changing work place outside ODOT if the right opportunity came about. Pay scale is down, cost 
of living up, and ODOT froze wage for almost two year while cost of living has increased. ODOT 
employee need to be compensated for work performed. 

1645
1646 I think most of the wages are 20-25% below private sector joebs. I also think our starting wages for new 

hires is too low for experienced employees who ages are 30 years and above. At that age you are usually 
married with a family and at $2000-3000 to start make's earning a "family" and being able to pay your 
mortgage ($1000-1500 per month, car payment $400-600 per month) really tough. The other area ODOT 
lacks for retention is the ability to promote upwards in the organization. There should be a path of training 
for even the newstarting maintenance. Employee to climb the "ladder of success" all the way to region 
management without having to go back to school to get a PE or Surveyor of License. A lot of jobs require 
PE or survey or BE in management when 10 years of work experience with ODOT would be just as good. 
I believe we are missing out on some great people that have tons of talent, experiencem and desire to 
build a career with ODOT, just because they dont have a degree. It should be about the person his 
experience and talent not about their paper. If you dont "need" to stamp or approve drawings. 

1647 1. Seek and reward people who "know how to do the job" intead of "certifications." Example: the PE 
requriement for project managers and assistant Pes precludes a number of qualified and strong 
employee from career advancement. Don’t assume everyone's value in predicated upon hiring an 
engineer! Procedures and process time to over value product. Protocal and agency culture dictate 
success in th eyes of management. 

1648 Increase various classification pay ranges. Acknowledge contribution of select specialized skills and 
abilities. 

1649 The workplace could be made more fun and exciting through additional social activities outside 
workhours. 

1650 Hire the best and brightest folks who value innovation and continual improvement and pay them 
reasonably. 

1651 Better pay and benefits.
1652 Enhanced communication between all levels (management and employees) would help address level of 

distrust. Salaries can not compete with private industry or other local goverments. Our employees earn 
much less.

1653 Increase management severince pay 10%.
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1654 Provide program for staff and managers to develop professional leadership skills, career ladders, tools 

for supervisors to coach and mentor others. Expect ALL managers to participate in training, identifying 
talent, work activities and on the job opportunities to apply new skills.

1655 Higher starting wage, and higher ending wage.
1656 Less safety meetings. 
1657 Not sure what retention is.
1658 Management needs to fire bad employees. Don't just move them around. 

Upper management (in Salem) needs to give managers and supervisors in the field the help they need, to 
deal with poor performing employees.

1659
1660 For the employees that show up on time everyday should be rewarded. If you are on time for a year or 

more, you should get money or pick from a catalog or a gift certificate. Something like that lets the 
employees know that they are appreciated.

1661
1662 Advancement opportunities, work load, pay incentives.
1663
1664 Higher starting wage would help with recruiting new employees.
1665 Managers need to hear honest feedback about their performance from the people they manage.
1666 Attempting to keep pay equal for IT with the consultants we hire. Many times the consultants we hire are 

higher paid than those managing the project at ODOT.
1667 Equity of treatment of employees across divisions, sections and crews.
1668 Treat people with respect; have project managers that are interested in keeping all team members 

informed and involved in projects to the fullest extent possible. Communication here between team 
members and project managers is very poor.
My supervisory structure is poor. The people I report to and do my peer evaluations are not involved in 
the work that I do; seems unfair.

1669 Increase salaries for IS. Increase funding for more consistent training.
1670 Listen to staff, do work leveling, and reward staff who do good work.
1671 Pay comparable to private industry.
1672 A higher starting wage, and less steps - ODOT does not build pianos and it does not take ten years to 

learn the process. About 4 steps would be appropriate. Also do away with your pre-employment test. 
Allow the managers and supervisors to use their own judgment when hiring - I know a lot of good people 
that were not giving an interview.

1673 Suspend DAS Admin rules - restrictions on what I am able to offer employees to transfer or promote are 
really hurting my ability to fill positions with qualified staff. Provide incentives (financial or otherwise) for 
employees to promote to management positions.

1674 Pay people for the work they do, not what their job title is. Deal with problems one-on-one and don't drag 
the whole team down.

1675 Employing management that respect employees and provide feedback and direction for each person and 
know what that person does.

1676 Allow wider step ranges. More opportunities for advancements. Different levels of pay in current pay 
grades i.e. 1-3 steps.

1677 Include people in change. Share more information on what goals are and what's expected. Allow more 
paid time off for family time. Encourage telecommuting more. Update work environment with professional 
image. Look at other state agencies. Forestry in Salem has beautiful buildings, facilities. ODOT has run 
down buildings, people so crowded. Have region managers receive evaluations from every day staff. 
Director doesn't know how bad Scheick & Mike Long treat people. We feel helpless to make changes 
because we're always held to a higher standard than others to make our region #1. We work so hard and 
it never seems to be enough. Managers are scolded if we have a poor turnout to a potluck and for not 
paying $20 to contribute to food. This comes directly from Jeff and Mike to us. What can we do? If we 
speak up- what will change? 

1678 Better pay.
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1679 Pay more at least comparable to private/locals. Offer cross train to get to promote many classes have 

limited career paths.
1680 Better pay and benefits; more creativity; more encouragement
1681
1682
1683 Wage freezes are the absolute worst way to save money. I know it's not an ODOT decision when they 

were frozen - but with all the waste in state government, it was a very, very poor decision to try to balance 
the budget on the backs of state workers. This led to losing some great employees and absolutely killed 
morale and dedication of hundreds of other ODOT employees.

1684 $$$
1685 Salary equality among other similar jobs outside ODOT
1686 Bring all wages up to equal standards as other government agencies
1687 Increase salaries of engineering employees. Increase training for managers of good management skills 

and assure that managers are performing their duties appropriately, with consequences for poor 
performance regarding employee retention.

1688 Get out of the Stone Age with our good-ole-boys syndrome. Maybe then we could retain talented and 
skilled employees.

1689 Better pay is a must! It's a dangerous job being next to the freeway daily.
1690 Better benefits. Better pay.
1691
1692 Safety dinners. Reward employees like we used to.
1693
1694 Less red tape.
1695 Better pay to match other public entities and we need more workers and less management.
1696 Pay increases and sometimes better equipment to do our jobs more efficiently with better quality instead 

of digging post holes by hard for guardrails (a post-pounder).
1697 More pay!!
1698 First and foremost, pay needs to be increased- we are losing folks to higher paying consultant jobs and 

we cant recruit because of low pay. Secondly, we could reward those seeking professional licenses better
pay for dues, better training, automatic step increases, thirdly, we need to make sure we keep many of 
the good designs jobs in house. We need more lower level jobs and good career paths.

1699
1700 Increase pay and benefits. 
1701 Balance the workload more. Enforce the standards within the department more.
1702 Pay needs to be equivalent to market rates with non government firms. Provide a larger career ladder for 

those who do not to be managers and remain techinical experts. Provide additional classifications for 
registered engineers i.e. PE 1 for newly licensed pay can be same for someone who has been working 
for 15-20 years in same work position. Need to reward length of service financially. PE 2 is only those 
who manage statewide programs.

1703 1. Increase pay to compare with private sector. 2. PERs was the primary reason ODOT retained 
employees in the past, now that PERs has been almost destroyed ODOT can not retain or recruit 
qualified staff. Improve PERs to at least compete with private sector. 3. Balance staff levels to work load 
levels. 

1704 Steps need to be taken to recruit/retain quality employees. 
1705 Move money. Remove obstacles that frustrate employees. 
1706 Make leadership accountable for decisions. Make employee's accountable for work being done. Rewards 

for good work. 
1707 More recognition and less workload as to be able to produce a project as best as you can do. More time 

to produce, clean, check and present in a whole process.
1708 Distribute work evenly between others in same classification. Over use of lower pay classes. 
1709 Better wages, more accountability, better management, performance incentives, less favoritism and 

descrimination, more positive work environment, higher level of professionalism.
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1710 Better pay. Recognition for doing well.
1711 Decreasing employee retention and having a fairer system of pay rewards might help keep an 

environment that maintains higher skilled and energized employees. Having pay raises and retention the 
same for all employees regardless of effort and energy is demoralizing for everyone. 

1712 Not only retention but keeping people around is going to require ODOT to address the salary/benefit 
package. Salary and PERs are a big problem. 

1713 Make use of what we do!
1714 Recognition, merit increase. 
1715 Allow employees to use a certain amount of paid work time (5-10%) for community service projects of the 

employees choice.
1716 Put a muzzle on anti-public servant legislators. But realistically, competitive pay for skilled professionals 

and restore and secure a retirement benefit. Currently I'm getting nothing beyond what goes in the IAP. 
My circumstance is fairly unique in that regard but in general the retirement has been decimated. 

1717 Stop treating employees like children. 
1718 Being promoted to higher positions is incredibly difficult. To be trained/experienced enough is hard, when 

the current position does not do very much what a higher level one does. There needs to be "upward" 
training- promotion within the organization- direct appointments when applicable- more reasonable 
requirements for hiring. also OJT for all positions (or apprentices) needs to happen more. 

1719
1720 Higher wages. Less outsourcing. 
1721 Need to improve employees morale. While everyone would like more money and better benefits, the 

hardest part about working here is the very negative environment and the negativity about ODOT/upper 
management. 

1722 Improve pay and recognition.
1723 With the loss of money march and PERs- ODOT is now wage competing with the private sector- worker 

attitude is "show me the money" no more promises of future compensation- wage package is 30% below 
private sector due to freeze in wages and loss of PERs. New hires use ODOT for training- 5 year career 
average, over 30% looking to move on and the % is increasing. 

1724
1725 Hard to compete with consultant environment right now (economically esp things are good).
1726 Bring in new leadership and top management levels. The amount of employee fighting between the 

regions and headquarters has destroyed this department.
1727 Re-establish a career path. Reward loyalty instead of punishing good employees. Appoint ethical leaders 

in upper management. 
1728 Pay more!
1729 Continue education benefits.
1730 Due to consulting out most work, it is too late. 
1731 At the present time I believe ODOT has made some organizational changes that are ill-adviased. We 

need to have better and stronger state-wide standards and we moved away from. It's time to head back 
there. 

1732 Better pay, automatic increase for professional registrations. 
1733 Equal pay with consultants, JVDE wage equal with consultants. 
1734 Decide if ODOT will exist in design role. This contact threat of all design being outsourced in bringing 

down morale and retention.
Pay and benefits - reduction of benefits has reduced retention.
Decide if ODOT has a future!?!

1735 Flatter management structure - give employees more responsibility
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1736 Quit rewarding time served and acknowledge actual work performance. Many long-term employees are 

allowed by management to slack off. Cross-train units and add more variety. Pay a better salary. 
Recognize quality/quantity work both verbally, publicly and financially. Quality communication between 
field frontline employees and upper field service management. We see in-house managers maybe once a 
year. Include and recognize the voice of those actually doing the frontline work instead of all these 
manager meetings with no voice from frontline. Rotate managers and lead workers quarterly in the 
regions. Gives new perspective to overall region leadership and needs from office to office. Managers 
would be more effective if they followed through consistently with expectations and discipline. Lots of talk, 
little action.

1737 we no longer have the attractive pers. Look to change in salary scale to make it comparative w/ private 
sectors. Reduce management levels in the organization.

1738 overall I am satisfied with my job. I just wish I got paid more money. I work hard and I have good 
reputation as an employee. I think the wages could be more to get people to work harder. Or maybe a 
bonus at least.

1739 better pay, keep current benefits package.
1740 better pay, better staffing level to allow staff to use vacation time. Additional levels to allow for 

advancement.
1741 benefit- pay closer to private sector levels, more training, less of direct manager taking credit for my ideas 

after I have pushed him or her to accept them in the first place! Less negative feedback about my co-
workers from manager. More pay for more and higher quality work. incentives are nearly non-existance. 
we tend also to pay new hires at too low of a pay rate at start of service. 

1742 open more training classes. Have training class of things that people have been here 10 yrs. Or more 
know and isn't spelled out in the manuel.

1743 for being the first line of defense against fraud and false identification (reducing terrorists & illegal), we 
are paid below average. We are the defense gettubg ys ip.

1744 field employees need oppurtunities for developmental jobs.
1745 more rewards & appreciation go back to team development. Get rid of management, encourage self 

directed empowered teams. Encourage employee development train people to be prepared for 
advancement. I received lots of developmental advancement doing the team development phase of my 
years w/ DMV.

1746
1747 allow DMV office managers the time to effectively manage instead of having to provide direct customer 

service. More time would help with training, communications, and performance issues. Increase staffing 
so that we are not having to work in a cisis/reactive mode so often.

1748 qualified managers- consistent, skilled and leadership
1749 the best way to increase retention at ODOT would be to raise people's salaries! The current wages are 

far too low and there are just too many others companies that would pay much more for much less work!

1750 better benefits for part time employee's
1751 need to have the best benefits + retirement plans you can offer!
1752 1) give us a real raise. Cost of living increases have not met current real levels, that has left us far behind 

market values in wages. The 1% currently proposed in the next contract cycle is a rude joke. 2) there is 
not way to move up at DMV field unless you are willing to change geography. we are not allowed to better 
ourselves through training because we are so short staffed that there is no time to send people to 
training. also when DMV adopts a training program it is usually watered down and not useful. example: 
verbal judo- the DMV version is awful.

1753 I belive that a vast majority of employees feel overworked, underappreciated and underpaid. If you come 
to work everyday, knowing in advance that you are going to work in an environment that is high stress yet 
understaffed you dread to coming to work. who wants to perform at maximum output for 8 straight hours? 
how many people can do that without getting burned out and feeling resentful or bitter? the amount of 
work and expectations has dramatically increased while the pay and staffing has stayed the same. make 
changes in these areas and turnover will deminish.
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1754 let everyone have a part in what goes on with decision making on job tasks. Everyone be heard & 

respected. Fairness.
1755 higher wages, bigger crews
1756 pay insenctives programs, better leadership ship or start promoting good employees instead of screwups 

or who they know (peopl) (buddies). We could make ODOT great but to many people in management 
that don’t belong there. (this is a fact) you could see if someone did their homework.

1757 better wages, recognition of good employees and their ideas. Our medical benefits are dewindling.
1758 fast pay raises, high beginning or starting wages.
1759 less pay steps.
1760 managers with personal agendas are not productive. ODOT as  a Rd, maintenance level is too 

inconsistance. No two regions or district operate the same. Too many little dictators.
1761 better training and more opportunities for employees showing a willingness to give more in terms of their 

position. As a woman, I don’t feel I am given the same opportunities that some of the guys are getting.

1762 stop messing with pers system. Honor your work!!!
1763 better pay. I think that this is going to become a very big issue in the future with low pay ODOT is not able 

to get as a good employees. Experienced people see this and see that a bad emplooye makes just as 
much, this is not fair and will decrease the moral of thw whole crew. i think that there is a change with 
experienced employees and new employees not passing on experienced before they retire.

1764 better pay to meet outside contact on wages and benefits.
1765 Keep benefits at good level.  Better chances for advancement in Eastern Oregon.  Advance from within 

when possible.
1766
1767 Pay increase
1768 In my area retention is not a problem
1769 Wages comparable to private as well as other gov. org. and providing employees something to look 

forward to as senior members of org.
1770 Better pay continue paying all employee insurance benefits, PERS needs to go back to what it was 

before.  How do all the changes come about without employee votes or considerations?  Give employees 
a better incentive program for career development and better pay for what they do as compared to private 
sector.

1771 ODOT is wanting to take the lead on Environmental issues and other areas except employees pay and 
benefits there is always talk about the employees having to pay part of health insurance, while the cost of 
stuff and living goes up our pay doesn't keep up.  It will be worse if we end up having to pay part o four 
benefits.

1772 ODOT makes little effort to Provide a living wage.  The first 3 years of employment by ODOT there were 
no wage increases.  There are no advancement opportunities.  Training is very limited, ODOT is a 
training ground for other higher paying agencies.

1773 Being salary at least up to surrounding agencies
1774 Managers / supervisor skills should be consistently strong throughout the agency to attract and maintain 

a high level of employee. The overall benefit package is good with the exception of salary.  A statewide 
commitment to salary increases should help employee retention and reduce replacement costs.

1775 Increase salary, more opportunities for advancement
1776
1777 Provide more opportunities for promotion and increase the salary difference between managers and 

subordinate staff
1778 1. Provide more cross training opportunities 

2. Employees sometimes leave because they have hit the top of the pay scale.  For their position and 
ODOT does not have the next level position available or there is no openings.  Employees have to leave 
for another agency to get into that next position.  ODOT should have the same levels of positions that 
other agencies have
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1779 Merit increases, more recognition for work well done
1780 I don't have any at this time
1781 1. Less interference by state legislatures, senators, and governors request (mandates) for work that 

doesn not come with the dollars to fullfil the mandates.  2. More time to work with my (ODOT) customer 
base that is located statewide.  (less in office duties)

1782 Improve training and professional development - add time to do it.  Improve interunit communications
1783 Ensure fairness in hiring - stop biased interview questions that only internal candidates know the answers 

to.
1784 New computer software and changes to computer systems are implemented without training or learning 

tools to aid the user
1785 Increase benefits package - health care - retirement These over the years have been cut to the point 

employees are concerned about their retirement
1786 Clean up some of the Bad managers - example "Mike Long" 
1787 I have stated and encouraged HR to put more time in current employees to give them ways to work up in 

their jobs, e.g. series 1,2,3,4 and towards top management positions.  ODOT still has many job 
classifications that have one class and no where to go to with their skills they are learning.  HR is closed 
minded and has been for years.  We have an aging work force that needs encouragement and future 
skills training.

1788
1789 Promote the best qualified, educated and skilled people for supervisory roles
1790 Better wages for employees that have to do at-risk.  We got no more pay for doing this job and 

employees before got extra pay.  We should get more pay for doing drives and at risk drives.  We are at 
the customers risk to go and get back safe.

1791 Benefits should be better, health care coverage should not be optional.  Our pay should be higher.  The 
volume of knowledge is huge and the demand for having the experience to make decisions or where to 
go for more information we are all responsible for providing competent thorough service.  These 
demands are draining - compensation should be improved

1792 Need to trust employees to do their jobs and use technology to do their work
1793 Retention of employees doesn't seem to be a problem
1794 Do more training / promotions from inside rather than open recruitments 
1795 Increase pay for the lower classified positions and provide training and experience so they can apply for 

higher positions at ODOT.  The gap between DEO and OSI with OPA2 is too great.  They can't get the 
training and experience without developmental opportunities  to allow them to qualify for higher positions 
at ODOT

1796 Need more advancement opportunities.  Need managers to be trained on specific ways to handle the 
younger generation when they want to telecommute or have different work schedules.  Need to train 
managers on specific ways to reward employees and make sure they know the impact they are having on 
the public.  Managers also need to understand more what its going to take to handle the Hispanic culture 
since that is the upcoming staff we will have.

1797 Provide Real Career Development
1798 I am not a "person of color" but if I were I would not want to work at DMV program services.  The 

composition of program services is white, that white people have to see themselves as the "normal 
background" and all else as weird and unusual.  We have policies on diversity, nepotism, 
professionalism, etc, etc, but they are not taken seriously by mgmt - its' all an academic exercise only.  
Managers have close personal relationships with those they supervise.  All this makes for a closed, 
divided and uncomfortable work environment.  Only managers get to go to Diversity Conferences.  The 
hierarchy is closed.  there is only a veneer of complying with policies that support healthy work places by 
management.

1799 1) Give additional incentives to excel and innovate and means to discourage or discipline more sub-par 
performance or disruptive attitude behaviors. 2) Put all accumulated leave in one category for staff to use 
as their circumstances warranted / demand.
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1800 Minimally you must continue to current benefit package.  But do something about the high cost of 

insurance for retirees.  You can get better insurance for less in the private sector - it makes no sense.  
Provide more development opportunities for people to gain need qualifications to promote

1801
1802 Increase communication from mgt to employees mgt support and recommendation of merit increase (I 

have had to ask for one, they should pay attention and reward those who go the extra mile).  The section 
manager is absent physically and emotionally if you don't get on her page you had better go work some 
place else.

1803 Update employee / manager relations.  The "old boys" club doesn't belong any where in today's business 
practices.  Managers need to support, trust and nurture employees.  Employees need to feel it and 
respond in kind with 110% effort.  The productivity problems and relation problems can all be traced to 
manager and employee mistrust. Managers need more specific training to be good managers not just to 
be ODOT's kind of managers.  The slogan in my office is "Sit down, shut up and do your work, and try to 
stay off managements radar" nice huh?

1804 ODOT needs to be more supportive of the family friendly workplace policy.  More attention needs to be 
given to employee options of flextime; offsite work, and varying schedules.  More communication needs 
to be made between direct diversion supervisors and unit supervisors. Work related issues that effect 
everyone should not be kept secret or kept just between supervisors and team leads.  Allow employees 
to have a bigger voice in how to run each group

1805 Reduce red tape and mind numbing consensus based approaches to everything.  Define career paths, 
expect and requires high performance vs. the current entitled "dead weight" mentality culture

1806 Provide more mentorship and developmental opportunities for higher level positions.  Provide more 
positive feedback for work well done.

1807 More pay less red tape, career paths
1808 Less red tape, less drama and insecurity during contract negotiations, more "new blood".  A large amount 

of the dysfunction is from people who have many years of a organizational sub-culture of promotion 
through accusation.

1809 Things are going very well in my workgroup thanks in large part to my direct manager.  The organization 
as a whole could use some improvement.  Some behavior issues are not addressed making cross 
functional work teams sometimes difficult.  Also there is little recognition from upper management

1810
1811
1812 Improve employee / mgmt relations by treating people as people and not a number, FTE or widget mover. 

Employ effective managers who do not retaliate.  Foster trust by allowing employees to express 
themselves without fear.  Quit moving bad employees from unit to unit.  Quit moving bad managers from 
unit to unit.  Relax SL/VA request process.  Encourage flexible hours for non-essential employees

1813 Decent career paths, more promoting from within
1814 More $!
1815 Base compensation according to economic communities through state.  Adjust programs and staffing 

according to terriority work loads. (i.e. R-1 is not equal to R-5)
1816 Managers are not able to promote from within.  Employees must wait sometimes years for a higher 

position to open and then they must compete competitively for the positions.  Providing more training 
opportunities in their profession and promotions w/o competition would increase employee retention.

1817 Having the benefits be more stable and the retirement saving easier to understand.  Possibly getting 
away from the state and becoming a company on their own ODOT could do better?  Of course I don't 
have any idea how that would work.  Don't ask me I just work here.

1818 Better pay and benefits - better retirement 
1819 * Better Ins Package

* Better retirement package 
* Better Pay
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1820 Make pay at least even with jobs compared to other like industries county ect.
1821 The starting pay is way low, I was told the pay was based on your skills and experience level. Pay level 

between step 1 and 9 you would be paid - not true.  They bait you in and then tell you the max is step 2 
after you waited 3 months for the job.

1822 Instead of taking away pay such as pay freezes and benefit cuts, increase the pay to match at least what 
the county pays

1823 Pay
1824 Be up front from hire date about how long it takes to get to top, pay scale, it's been 14 years and I still am 

one step short.
1825 More pay and better medical coverage
1826 Pay allowing employees to be more active on committees outside of districts.  FAC - Academy give / help 

training.  ODOT needs to maintain consistency throughout the organization.  Region 5 District 14 seems 
to be years behind on safety - enviro and policy from the rest of the state as a whole

1827 Have everybody learn all aspects of the job including running equipment more than one week and not 
one person doing the same job always.  Also promotion with pay raise would be an incentive if you know 
they would do a program that would help you achieve higher goals for yourself.  Pay scale needs to be 
higher than it is.

1828
1829 It is critical that we be able to hire above step 4 in order to compete with the private sector.  The ability to 

reward financially for over achievers in the system.  The ability to invest retirement funds better than we 
do currently.  Three strikes and out for failing employees so that good employees do not get tired of 
supporting failing employees

1830 Better starting wage for new hires, less time to reach the top of wage scale
1831 Better pay.  In the private sector I could be making twice as much as I do working for the state.  Better 

rewards for doing a good job.  Going back to the employee recognition program where we could receive a 
$100 gift certificate felt like I was appreciated more than a t-shirt we get now.

1832 Pay should increase we do too much for little pay
1833 Higher pay - move impact from employees - otherwise is a pretty good job
1834 Eliminate power politics in Salem admin amongst managers, eliminate high stress in the job
1835 Increased accountability for employees and managers. When problems arise, management needs to 

take action. When employees are acting out or causing problems, it needs to be stopped, not just give a 
talking-to and let it continue. Another way to increase retention with ODOT is to ensure employees know 
their roles and job duties. Half the people I work with do not know how to do log book inspections properly 
but nothing is done about it and in turn motor carriers get penalized for it.

1836
1837 Higher starting wages
1838 Increase pay for jobs that require shift work 24/7.
1839 To increase employee retention, pay and a good working environment are most important. Most of us are 

able to meet the goals set forth by the district manager. I feel confident in saying ALL of us would work 
harder if we were better compensated, and rewarded for good performance.

1840
1841 Better pay! When one applies and interviews for a new position, be honest and tell us you have already 

chosen someone from inside and you are just playing the game because you are required to. I hate this 
pretense of fairness, when you are liars. After getting your hopes dashed time after time, it is easy to 
become cynical and negative in regards to your employer.

1842 As a low-level, non-management worker: "no future in ODOT, it's become just a job" mainly due to the 
inspection philosophy "everyone for himself" or the union workers have the union to help them (very 
untrue). "My" career is in the env in itself. You never hear "for the good of the department" as I did outside 
Oregon. It's always "about me" managers on down in this state.

1843 Increase pay, less political influence

I-84



Appendix I
Employee Survey Comments: Ideas for Enhanced Retention

No. IDEAS
1844 I believe all employees should be treated fairly. At this time, new employees that are capable of doing 

portables and OR truck inspection have a gravy shift. They don't work weekends or nights - I believe that 
someone that has seniority should get treated better.

1845 Raise pay scale by 3 steps. Take politics out of the equation.
1846 Fair and equal pay for like positions/jobs. My position is far below in pay than other like positions in 

ODOT. And more is expected of us than in like positions.
1847 Pay issues need to be addressed. Staffing levels. Outsourcing needs to be addressed.
1848 Raise the pay to get it closer to the contractors' pay scale.
1849 Increase pay to match other local government agencies or consultants.
1850 I've had five good friends leave ODOT within the last 6 months to do exactly the same job for more 

money and equal or better benefits at other agencies (city, county and other state agencies). Pay ODOT 
employees at a rate equal to or near other agencies. The state can no longer offer benefits in the place of 
strong salaries.

1851 Basically pay more. ODOT salaries in Region 1 are pathetic! I just got an offer to do an entry level job 
getting pay double as much! If ODOT wants to keep excellent employees, they better pay them 
accordingly or ODOT will go to the TOILET!!!

1852 I feel that if ODOT need to retain engineers/inspectors with years of experience by increasing their 
PAY$$$ it is now hard to retain good, solid people with low pay. They will leave as a better offer comes 
their way, like it has over the past 3-5 years. It's really sad to see good workers with 20-25 years leave.

1853 Wages need to match outside sources, like city or county governments. Many ODOT people get the 
training here then leave for the $$.

1854 The amount of work expected out of Region 1 Tech Center is too much. ODOT needs more employees 
to do the work scheduled for the Tech Center. When employees work so much OT and their families 
suffer - that is one reason they leave. Many employees would stay in engineering with ODOT if they were 
equally paid. consultants appear to pay a lot more.

1855 1. Pay must be reasonably competitive with the private sector (total package).
2. Fewer top-down edicts and more bottom-up decisions.
3. separate ODOT from DAS for employee matters.
4. fully utilize ODOT resources before outsourcing work.
5. Allow "staff augmentation" for "bubbles" before outsourcing work.

1856 Decrease amount of design, inspection work to consultants. Provide more competitive wages.
1857 Pay more in line with private industry for comparable responsibility.
1858 My job is very technical and it has taken a lot of effort to keep my skills updated, the pay is not as 

rewarding as it should be for someone with these skills I also have a professional license. Unfortunately, I 
can make more money cleaning windows (no joke). so why don't I clean windows? This answer is I do!! 
So I am jaded about all engineer employers expectations!

1859 Increasing pay and benefits are always welcome. Cost of living increments sooner to meet inflation.
1860 Provide opportunities of cross-training for advancement. Employees without educational degrees have 

little or no advancement opportunities; ODOT need to offer programs that assist people to advance or 
provide on-the-job training (OJT). Many managers are territorial, this makes it hard to complete work. 
Getting assistance from managers in other Regions, Districts or crews proves to be very challenging and 
difficult to complete tasks.

1861 Increased pay. Clear definition of responsibilities.
1862 Better wages. It's sad knowing that an equivalent of your job or position could be making up to 20% 

higher wages than you, in another local government office (e.g. city of Portland, city of Gresham or 
counties). Improved benefits. Benefits use to be good in ODOT and was a good trade-off to good wages. 
That is no longer so, after PERS was gutted and medical benefits are lowered.

1863 Competitive salary base. ODOT needs to stop contracting all the work out and do more of its own work.
1864 ODOT needs to try to build for quality rather just building to spend money. Also, if we can go to work for 

the consultants that we hire and get more money, we will go.
1865
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1866 Need to increase pay. Need to treat people with respect. Quit hiding the "wrong-doers." Start assisting the

quiet, hard workers. Start recognizing the quiet workers.
1867 Re-evaluate the entry level work load and possibly add more admin help to spread it out more evenly. 

Also consider work load in association with salary and/or classification.
1868 More input from responsible employees needs to be requested regarding decisions and impacts of 

decisions, especially when it impacts employees' jobs. Employees need to be informed when they are 
working on cases of issues that have been decided on that affect their case. Remove hierarchical 
mentality. While the majority of managers do an excellent job, many of the managers in the higher level 
positions should be required to take humility training; managers need to understand the importance of 
invoking trust in their employees and also that they feel safe in admitting their mistakes. I'm very lucky 
with my current manager; her humility has established the trust of all her employees.

1869 Provide additional job rotational/developmental opportunities to meet minimum qualifications and/or be 
able to make career changes.

1870 The training policies and reimbursement for PE, PLS is very poor. Yet our department can't understand 
why we have too fee PE's. Our HR people leading this don't have any clue as to what should be done.

1871 Better retirement package. Competitive pay. Organizational stability.
1872
1873 I feel the pay scale does not match those of city and county employees doing the exact same job. 

Therefore a lot of employees leave for better pay in one of those entities. I feel the pay also scares away 
new employees as they know there are better paid positions with the city and county, therefore making it 
hard to recruit new employees and retain them.

1874 Pay, pay, pay.
1875 We lose many people with 5 years or more to other agencies. Most are quality workers, smart and able to 

mesh with others but move on because of one issue…salary. Bottom line.
1876
1877 I feel that compensation for the job is too low and is causing people to move to other agencies. Salary 

and benefits are very important to employees and their families. I myself took a large pay cut to come to 
ODOT but I do get satisfaction out of my work.

1878 Quit giving away all projects to outside vendors.
1879 Increase pay!!! Return PRES back to its original state. Leave benefits along!
1880 Pay a wage that is commensurate with other agencies or the private sector. Get rid of the corrupt union 

we are affiliated with. Clean house of about 90% of the present management.
1881 Better starting wages, no wage freeze, no reorganized retirement changes
1882 Better pay, better supervisors.
1883 Pay what the position is worth.
1884 Adequate pay, opportunity for advancement, improving work environment, better and more professional 

work relationships. Managers and supervisors with people skills adequate for the job.
1885 I have been surprised at the amount of people leaving ODOT. Coming from the private sector recently, I 

KNOW the problems and insecurities of working in the private sector and greatly appreciate the "feeling" 
of security here at ODOT.

1886 More communication from above. More attention given to employee suggestions. Less "hand-holding, 
coddling" and enforcing "political correctness" for employees who complain about other employees.

1887 Define roles and responsibilities for each position/team. Discuss those with the members, not just 
management. Re-evaluate retiring employee position. Use those to bump up existing employees who 
deserve compensation for excellent work.

1888
1889 Management recognition of employees' contributions.
1890 There are too many managers in ODOT that micro-manage and are not interested in helping 

subordinates advance and be successful. They are only interested in managing their own career. I feel 
the needs of the organization and the Oregon taxpayer are secondary to them. If you support the local 
leadership's ideas, you are favored. If you don't, your chances to have a productive/interactive discussion 
is non-existent.
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1891 coordinators are underpaid.
1892 Have wages current with the construction field. We are not poverty level - the skill of employees is higher 

than that.
1893 ODOT needs to ensure that it can provide competitive salaries with the private sector. If the salaries are 

not competitive, then ODOT needs to ensure that there are other "perks."
1894 1. Recognition of outstanding employees.

2. Identifying and addressing issues pertaining to staff such as excessive breaks, disruptive behaviors, 
etc.

1895 I think we are losing people because of salary freezes, insufficient cost-of-living increases and because of 
the change in retirement benefits. I did not get a raise or COLA for 3 years and could barely make ends 
meet. My expenses went up nearly 20% during this time. Since I am the only wage earner in my family, 
things got very bad. I consider myself one of the "working poor."

1896 Better pay!!
1897 Maintain benefits and retirement package. Stop push to outsource technical work.
1898 Better managers with good people skills. Less focus on outsourcing. More promotion opportunities.
1899 Better working conditions. Better public image. Clear and reasonable direction. Fair pay with respect to 

other agencies. Pay equitable with experience, responsibility, professional registrations, etc.
1900 Higher pay. More vacation/personal leave. More support of innovation and risk-taking. ODOT is an 

extremely conservation, risk-averse organization. That drives away energetic, innovative employees. 
Provide more training that is about life skills (time management, stress reduction) and personal growth 
than just technical training.

1901
1902 Better pay - I took a $4/hour reduction in pay when I came to work for ODOT. I'm seasonal so I make up 

some of the pay in the summer. ODOT will not get and retain quality employees until they get the pay 
competitive with the private sector.

1903 Eliminate obvious favoritism to employees by immediate supervisor, management.
1904 Keep health care paid by ODOT, not employees.

Have ODOT fund/sponsor office activities such as: picnic, raft trip, softball team, so that there are 
opportunities in the office to get to know your co-workers better outside of talking work.

1905 I couldn't tell you. My supervisor never cared much about any input so why start now.
1906 More $$
1907 I believe a shake-up in current management could help build trust among current employees in District 4. 

The current management team has lost trust among its employees in some areas.
1908 More pay.
1909
1910
1911 Get rid of district good-ole-boy management. People that have quit are because of manager 

manipulation/pitting employees against each other. My supervisor has personally impeded my promotion 
at work. He said I will never advance as long as he is here, and I believe him, out of 42 interviews with 
ODOT and many of those great - after calling supervisor, I've never advanced.

1912 Better communication about short and long-term goals. Changing pay scale so it does not take 9 years to 
receive top salaries for position.

1913 Recognize bad/poor managers and deal with them. Area manager driving away good employees!
1914 Make staying on the job as appealing as other offers made by private companies and firms
1915 In my job my week schedule is weekends and holidays, increasing retention would be helped if the 

schedule could be adjusted so you could have at least one weekend a month OFF. As for other ODOT 
positions, better pay, less "red tape," people who are put into supervisor positions need the knowledge 
and experience for that position.

1916 Overhaul Region 2 upper management and lose the area manager position state-wide. Stop all the 
outsourcing. Have the director meet with the employees twice a year.
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1917 There are two many rules we are expected to follow in Region 2 that are unwritten. It is frustrating to do 

your job and be told you haven't followed "the rules." If they are so important there need to be polices we 
can follow.

1918 Better pay. Better training for managers (teach them not to micro-manage). Remove the PE requirements 
from the lower level management positions - this requirement serves no good purpose and prevents a lot 
of good people from otherwise qualifying for these positions.

1919 You cannot retain what you cannot recruit. The recruit process is 3-5x longer than private sector meaning 
recruits accept even before ODOT interview. Non-competitive salary = no recruitment or retention

1920 More pay
1921 Money is not the answer. Fellow feeling, compassion, empowerment, don't always assume the worst in 

people, fairness, look out for others, do not make your career your only focus.
1922 Pay
1923 Increase pay - allow employees to do their work and recognize those good works fairly.
1924 My brief experience with ODOT has caused me to realize how people allow their "personal agenda" to 

cloud team effort and company loyalty. The wages are "low" for the plowboy and yet his load is heavy and
lacks recognition. Past experience and ability and certifications mean little to those I work for. My 
manager likes to hear (nothing) and his answer to concerns are "tell them what they want to hear." My 
manager is a friend but position gets in the way of concern. Each employee's position has its challenges 
and makes opportunity to grow...but growth is stunted where I work, and time waits for no one. Employee 
retention? "do unto others as you would have others do unto you."

1925 There should be better pay and treatment of SEIU employees.
1926 We need to follow policies and procedure not personal agendas. No one in District 4 can make any 

decision except the District Manager. I wonder why the rest of us are here.
1927 A better incentive program to reward innovative thought
1928 Wages- I have a lot of friends working in mill type situations. Private sector work, doing things a lot less 

"risky" to their lives Making considerably more than a maintenenace employee at ODOT. That is why I 
believe ODOT is having trouble finding and keeping good quality employees. 

1929
1930 More pay, keep benefits where they are and do not decrease. 
1931 Recognize/reward longevity. Better pay. Minimize outsourcing. Reduce stress level. 
1932
1933 Better pay.
1934 Better pay and recruitment. 
1935 Move those with 20 years or more out. Start running maintenance like an outside business. 
1936 The use of pay/cost of living increase that is tied to inflation and actual living expenses in area so that 

costs and expenses are not going up faster than the wage can support. Training programs for promotion 
to different jobs and training to better use tax dollars would create a better environment to promote 
employee satisfaction.

1937 You need to have pay scale appropriate to the outside ODOT. Pay should be close to private size to keep 
good employees from leaving. They should give cost of living increases not less than. 

1938 Higher pay- same pay as others. Better benny's.
1939 1. Pay needs to compete with private consulting firms. 2. Managers need to be fair when evaluating 

employees and not headhunt and pick on certain employees. This becomes painfully evident to others, 
which lowers moral. 3. No micro-managing. 4. Upper level managers need to ask the owrkers how their 
managers are doing. It seems that upper level managers have lost focus and only operate in a 
"managers world" not seeing beyond their offices. Therefore, people are leaving ODOT.

1940 for construction offices- don’t require a professional license for project manager. It eliminates qualified 
people with years of experience who can perform the job better than a graduate with a certificate. ODOT 
can't fill the PM positions that leaves the construction crew without a leader. This causes lack of unity, 
lack of coordination. Something needs to be done!

1941 Encourage education. Career development. OJT.
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1942 Higher pay. ODOT has high expectations (eg- education/experience) but with very ow pay, so it is hard to 

find qualified applicants. Turn over is way too high for a state organization.
1943 Keep the great benefits and a little more pay. The 4 10s is very good also. 
1944 Maybe some positive motivation from upper management, some acknowledgement of a good job, and I 

know this might be pushing it a bit maybe even a thank you for your hard work from your district manager. 

1945 managers need to help manage crews on a daily basis. Assist the coordinators to manage crew issues. 
Coordinators have no power. Managers need to manage.

1946 make it easier to give raise to employees. I do not think we should have to go through DAS to give 
employee a step increase!! It should be up to the employees manager.

1947 it takes to many years to reach the top of a pay scale. We are loosing good new employees to cities and 
counties after we have trained them. They go there to make more money, and reach the top of their pay 
scales sooner.

1948 better pay
1949 bring pay and benefits up to industry standards and increase advancement oportunities. Increase training 

to keep employees up wih newer technologies
1950 repair pers, increase pay, bring back new engineer rotation, realize that ODOT is no longer the only 

employeer of engineering educated people. ODOT has more competition than ever before to hire 
engineers, act competitively. ODOT's salary and benefits have fallen way behind the private sector. those 
benefits used to be security, that feeling of security is gone.

1951 increasepay & benefits
1952 more salary.
1953 better retirement package.
1954 increase wages to equal consultant wages. My peers left ODOT to work in the consultant arena doing the 

same job w/ much more money.
1955
1956 increase pay scales.
1957 improve HR: get rid of the mentality that when an employee has a grievance tha the employee is guilty. 

Let's rally support/protection around management. Improve on grievance filling. Look into why grievances 
are filed seek to improve on those.

1958 have a better way to deal with bully bosses.
1959 ODOT needs to get away from rewarding & favoring good ol boys/girls, get away from politics/favoring 

supporters & move towards rewarding performance. ODOT needs to deal much faster with managers 
who mistreat employees or who are unethical. ODOT's higher level managers need to follow the agency's 
values of positive, producitve work environment. people leave because of the treatment they recieve from 
the managers.

1960 pay raise & don’t hire temporary workers who are a******s & only are a detriment to doing my job.
1961 higher salary
1962 pay & benefits, accountability for job poorly/well done. Quit blaming equipment when there are accidents 

hold people accountable!
1963 increase the pay scale.
1964 I think that pay and retirement are two issues that need to be addressed. Also ODOT needs to uitlize their 

employees in maintanance more instead of relying on the private sector So much to get the job done.

1965 better wages, more training for people in supervisor postion. Less double standards around the 
workplace! More money to do daily task without reprimend. Budgets are joke. ODOT would be bankrupt if 
this was a personal business as much money is wasted I day. most government is this way, get people 
from the real world in here & quit wasting my tax dollars.

1966
1967 make sure that there is enough work for the employees and that everyone is in on equal ground. Let the 

TMS people know that they have an impact on what (--------)?, and are doing.
1968 better pay. 
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1969 compensation (rate of pay) should compare as to private contracting
1970 a better pay scale starting out, with todays inflation the wage is somewhat difficult to live on as a new 

employee. However i do know I'm free to change my job for better pay and that the benefits also need to 
be taken into account, but to keep good help or quality people, the wage needs to increase.

1971 bring ODOT wages and benefit packages up to other public employees immediately. Do not use the least 
cost method when selective salary ranges are changed. This causes defferent drop in employee moral to 
see somone with less time on the job receive their selective step ahead of someone who has spend more 
time on the job. get DAS to agree to a true COLA based upon real data, rather than an orbitrary amount 
pulled out of their a**, in an attempt to better ODOT employees.

1972 better pay
1973 to be treated with respect and better pay.
1974 the state of oregon invests a lot of money into us. And then we are treated as though we are idiots. Fair 

wages and benefits would keep dedicated employees no cap on pay scale. Asinary business employees 
want to enjoy their work environment. ODOT needs to take steps to keep good employees and attract 
good potential employees as does any other employer.

1975 trust issue is a bid deal. We have too many checkers and double checkers. We are not trusted being 
professional. Our productions of services suffers because we have all these security measures.

1976 more positive feeback instead of always pointing out all errors made. Better pay, less red tape so we can 
provide better customer service. Be more fair between all DMV offices. I-5 coordinator offices seems to 
be provided with better resources.

1977 ODOT seems somewhat slow at filling open adm support positions and relies a lot on temporary workers. 
Fully trained permanent workers provide better support & ease stress on staff.

1978 address the pay issue.
1979 salaries that are in line with other local jurisdictions: city, county etc. hire more support staff to adaquatly 

support yje depts. And their growing demands for admin staff support. Expect employee accountability on 
a more consistant basis.

1980 better communication with expectations and having consequences if not met. Better communications with 
department and leadship, with employees building trust. Respect others regardless of level, treating each 
person as you would like to be treated.

1981 address salary classification issue immediately. Take visable steps to fight DAS regarding this issue. Quit 
talking about it and get it done! Encourage employees to expand their careers within the agency, utilize 
the resources that are given to us regarding development and success plans. DAS and ODOT need to 
take a realistic look at our expectations and priorities. give us postions to complete the work and relieve 
over worked employees. agency can also do this by holding poor performers accountable.

1982 employees activities (not just doing food drive) family outings, picnics etc.
1983 Employee retention could be increased if salaries are brought up to industry standards. Another option is 

to provide more assistance to employees through education and certification payments. Might also 
include a bonus package based upon work production and work quality.

1984 right at this time, our admin support unit is at a complete all-time dysfunctional low. I do not blame the 
people in my chain of command; it is not their fault that we are only allowed to get a lot of our work done 
by using temporary employees, and DAS department rules state that we can only keep these temporary 
employees for a limited duration (usually 6 months). By the time we get these temporaries trained, their 
time is up and we have to let them go, by law. Continued in next section.

1985 Serious violations of sexual harassment are allowed when supervisor is same sex. Reports go 
unresolved and offender is promoted or advanced and allowed to continue even retaliating against victim. 
More respect for the lower level employee would help and opportunities for promotion.
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1986 Get rid of temps in admin positions. Fill the existing budgeted positions with permanent people. The small 

number of permanent staff have to keep training/helping temps over and over (because temps can only 
work 6 mo/yr for all state agencies). They have no long-term commitment. We've had temps training 
temps!, temps giving work to full-time employees, temps doing payroll. temps are not used to fill in but as 
a permanent feature. This is not a firm foundation to make any long-term plans. It creates so much stress 
on FT employees that must not only "fill in" for the unfilled positions we have but must also help and train 
temps in how to do the work. In my unit, we have a high percent of employee illness. I believe it is stress-
related. Also, we are always fighting fires. When ODOT made the major change in how we do business 
(related to OTIA funding - we have consultants and contractors do majority of work and we manage them, 
rather than do it all ourselves. It's intended to jump-start the Oregon economy), professional staff in our 
building multiplied, yet even though these staff have increased the need for support services, support staff

1987 Reduce the negativity surrounding expectations for accuracy (98-100%). Reduce monthly ESP checks 
(supervisors going through daily documents counting errors, many of which are miniscule and do not 
affect completion of the transaction) on tenured employees unless problems have been identified; these 
checks and the accuracy standards make employees feel they are doing a substandard job.

1988
1989
1990 Recognition, pay, leave - vacations, maternity, etc. - more attention to career advancement. Seem to 

come to DMV and are stuck for life. Let's look to how European companies treat their employees - pay, 
holidays, child care, etc.

1991 Increase pay
1992 Please ask me again when I have more experience on the job.
1993 Continual cost-of-living increases, monetary incentives to perform as expected. Better retirement 

package with medical benefits.
1994 Put in place a process to move employees up pay scale quicker than 1 step per year.
1995 Higher pay scales. Give employees who don't have a college degree chances at higher paying positions. 

Give employees a chance to move up the ladder within their own district rather than having to look 
elsewhere.

1996 Pay needs to keep better pace with similar government regions/agencies. Pay on-call to supervisors who 
are required to be available 24/7, carry cell phones and pages. Utilize and be more open to new 
technology both in an office and field environment.

1997 Biggest factor - more pay.
1998 Pay them what the industry standards are.
1999 Increase wages and expectations for potential employees.
2000 STOP FIXING THE RETIREMENT SYSTEM! A good retirement was what attracted me to ODOT. Taking 

away things like a good retirement could drive me away. Health benefits are also important. Stop treating 
public employees as 3rd class citizens.

2001 Better pay.
2002 Same pay as other agencies: city, county, PDX and some state.
2003 Bring back the safety program. Pay them more.
2004 Bump up or match the pay scales of other organizations in a similar field of work (other entities). Offer 

extra training and help people move up in the organization maybe even in other fields. Offer training 
developmental where employees experience different aspects of ODOT. From landscape to maintenance 
to survey to projects to design to project leaders.

2005 Wages should be more comparable to other governmental agencies.
2006 From my experiences at ODOT - most ODOT employees agree Oregon is one of the lowest paying DOT 

agencies in the USA, especially for the West Coast in comparison with CA, WA, ID, NV, AZ
2007 Improve pay scale, deal with personnel problems i.e. if there is a problem with one employee and all other

employees have the same problem with that one employee, deal with that individual.
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2008 1. provide equitable pay commensurate with experience and personal performance evaluations.

2. Supervisors/HR need to be effective and decisive in terminating employees based on substance 
abuse, poor performance, inability to do required tasks, etc.
3. Merit increases should not be so elusive to deserving employees. Quality work, performance and 
excellent attendance need to be recognized or ODOT will continue to be a second-rate organization!

2009 Pay that is equal to other municipalities like city and county. I feel that the experience that I bring 
compared to other on the crew who were just hired, the organization shows bias to others who have  put 
the time and the experience of doing good work than others.

2010 ODOT should be working to increase the pay for all units, and level out the workload.
2011 Need to either add staff to reduce workload or raise salaries to pay people properly. Actually, regardless 

of workload, salaries should be increased to make ODOT competitive with private sector. Too many 
quality employees are leaving based mainly on pay but secondarily on workload and poor management.

2012 1. Appropriate wages for each position.
2. health insurance premiums continued to be paid by state.
3. Fix public employees retirement system (PERS).
Between lower wages, the though of having to pay health insurance and PERS becoming more like a 
401(k), then there is no incentive to work for the state like there used to be.

2013 Compensation, pay for performance. DAS and ODOT need to understand the demographics of the work 
force and provide a compensation structure to attract talent into its work force.
Management skills: Basically ODOT Region II management uses, and reuses, worn-out management 
techniques to rouse staff. Most of what I have experienced has been top-down, fear-based devaluing 
management techniques aimed at control of the workforce rather than cooperation and benchmarking. 
These ideologies appear to be derivations of some military model that theory has shown to be defunct 
and faulty in the civilian workplace. When the reorganization happened in 2003-04, many, many 
employees with literally zero management education stepped into high level (manager level D, E & F) 
positions. The reorganization created personal opportunities, but it also created management teams with 
no qualifications or skill sets needed to move the department into the 21st century. Seriously, if you get 
an organizational change in any region, and pull out all the Level D, E and F managers and see how 
many of them actually have degrees in management, this survey will show a very low number. My point: if 
Sustainability: Regardless of the Governor's Executive Order on sustainability there is no obvious movem

2014 make pay scale comparable to "outside world." Have some kind of "checks and balances" system to 
make sure that employers are treating all employees fairly and also that employees amongst themselves 
are treating each other with respect. Better "checks and balances" system regarding harassment and 
discrimination.

2015 Good leadership and better pay. With the retirement system going backwards, people are looking for 
more pay to compensate. Too much politics and lack of common sense from management causes 
people to look for other jobs. The workplace environment has gone too far towards politics and 
discourages people to promote.

2016 Equal pay as others at the same job.
2017 More pay - county and city make more and do same thing. Less steps of topping out with pay: have 9 

steps and you get one a year. Be nice if employer would put money in our retirement.
2018
2019
2020 Wage increases, maintaining current medical benefits.
2021 1. Pay needs to be increased at the same rate as the cost of living approximately every two years.

2. Better access to training pertaining to advancement.
3. More sufficient opportunities for advancement within a maintenance section.

2022 Too many steps to get to the top step of all classes. A promotion should reward the employee with at 
least one step higher than the top step of the previous class. People doing same job should be getting 
same pay i.e. TMC1 and TMC2, in most cases, TMC1's are doing same as TMC2's. ODOT employees 
will never make up for the pay freeze that this state's Governor has passed.

2023 Bring back money match in retirement. Better pay, less steps.
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2024 Fair pay, treatment as an ODOT employee unfair.
2025 Pay and benefits, managers' knowledge of the work we should be doing.
2026
2027 Go back to some of the old reward programs, such as savings bonds for safety awards.
2028 Bring pay up to par with what people make doing the same job outside of ODOT. Keep benefit package 

at least at the level we are now.
2029 Better Pay. Better Employee Training.  Better communication
2030 Oregon needs to raise image levels to a level nearer private sector.  Step increases should never be 

frozen.  ODOT needs to make things right with employees who lost steps by immediately raise them to 
the step they should be at.

2031 More ways to move employees to higher steps in their class faster.  Higher pay
2032 1. More job related training classes.  2. More online training classes for specific job related functions - re-

certification classes for core yearly classes.  3. Create a better training network with #1-2 ideas.
2033 The Pay
2034 There needs to be a pay increase for incident responders.  The work is extremely dangerous and we are 

all very dedicated.
2035 Pay equal to other agencies in this area
2036 Fair compensation - salary is a joke
2037 Better pay, keep fringe benefits, less micro management, more support from upper management
2038 Better pay, four tens work schedules to provide more time with family
2039 Better retirement, salaries, benefits

People in management that have worked their way up through the ranks and understand what the 
"workers" really do and what the problems are.

2040 Do more exit interviews to truly find out why people are leaving and ask "what would it take you to stay?"  
I think we assume people have far more money only.  I bet that is only part of the story, also generation x 
and y people are changing jobs more frequently - it may be a trend we can't turn around or do anything 
about.

2041 Probably slight higher pay and incentive programs for health and fitness
2042 Increase pay
2043 A few thoughts.  The first is having step increases every 6 months vs. 1 year, most businesses do 6 

months review.  I also think contribution and fitness membership would increase health which would 
decrease sick days, tax on health benefits (by paying less sick).  Provide tuition / education $ for the 
professional development, conferences, etc.  Also in 2 years offer more in rate of vacation accrual.  
Otherwise tout a very fine organization so employees recognize how lively we are. 

2044 Equal or better pay then outside organizations or private sector companies.  Encouragement to perform 
work of same respect as consultants

2045 Less consultant work.  Consultants are not interested or take ownership of products and following thru 
start to finish.  It is also insulting to staff to be valued less and paid less than consultants.  ODOT staff I 
know are devoted to public service, devoted and accomplished in their field, and take pride and 
ownership project

2046 More pay and not at the end of contracts.  More training
2047
2048
2049 Increase the pay and fix our screwed up retirement.  For years we worked for less money than those 

doing the same type of work, we were told that no one has a retirement like your.  Then it went broke 
before some of us could use it

2050 Lower the work load and increase the pay with outside sector of the area you are working and living in
2051
2052 Higher rate of pay, better retirement system
2053 Get people who deserve it to the top step sooner
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2054 I think improvement could be made in spreading work evenly and not showing favoritism in assigning 

work duties and providing more opportunity for employees to learn something new, more employee 
involvement in assigning work

2055 Pay whatever other public agency is, be competitive.  Offer more incentives to stay long term
2056 Better pay scale and advancement.
2057 Schedule constrution work, stop the continual re-organizations, take time to inspect structures properlyl, 

know the state of your roads and bridges. A well performing organization benefits the employee as well 
as the public. No one is inclined to stay with an organization with poor future prospects creating nothing 
noteworthy. 

2058 Bring back ODOT Excellence Awards or something similar because working in state service beings more 
pride and recognition as a public servant in lieu of financial rewards. New types of recognition rewards 
may help increase retention, the current programs are state and should be freshened. 

2059 Flexibility in work place with computer technology (email, cell phone, computer UPN). Most desk jobs can 
be performed anywhere (at home other office, etc). 

2060 Pay must be competitive. It has fallen $10,000-$15,000 behind municipalities. Eventually you have to 
leave because it is foolish to let that much stay on the table. 

2061 ODOT needs to listen to their employees suggestions, and provide support to their employees. 
2062 Obviously employees in state government aren't here for high wages. The excellent health benefits may 

be reduced in the future. If there is expected to be a gap between new, young entering workers and 
retirees, it might be helpful to offer incentive to keep people working longer. These would mostly be non-
monetary- excellent supervisors and managers, training opportunities (like crucial conversations), and 
more flex schedule alternatives like part time or seasonal employment opportunities for professional 
employees. 

2063 Pay egineers/tech personnel similar to what they can receive in the private sector. 
2064 Higher salaries- ODOT is below most government pay scales, and far below consulting engineer's pay at 

same levels. 
2065 Salaries for technical positions (ie auditors) need adjustment to be more in-line with current market 

demands. Recruitment and retention are extremely difficult for audit staff. Our office makes excellent use 
of non-financial tools (flex schedules, work location choices, challenging assignments, training, etc.), but 
are losing out on compensation to other government audit organizations. 

2066 Pay increase at least be competitive so ODOT trained individuals stay with ODOT and don’t leave to work 
with consultants. Stop farming out ODOT work claiming that we don’t have the expertise because our 
expertise leaves for the consultants to work on ODOT jobs. 

2067 Department leadership should clearly communicate priotities. ODOT is a fuzzy mess of unlcear 
intentions. Deputy director for highway has no business running a large organization and should be 
replaced. He does not communicate well and is driving away employees. 

2068 Include employees in dicussions when management is planning to change their job descriptions. 
2069 Nothing is ever wrong when ODOT does things. For example reorganization. If we can't admit to 

mistakes how can we solve future problems. Another example, the quality of work put out for construction 
is poor. The motto: we don't have time to do it right but we do have time to redo it.

2070 The major issue I see involves pay scale and benefits. The old pension benefit (PERS) was a major 
reason government agencies could attract well-qualified employees and retain them. We no longer have 
any such incentive and people that are well-trained and make great employees look for work in the 
private sector because the benefits are similar, but the pay is much more lucrative. Compensation and 
benefits are a major factor when one considers where they want to work.

2071 Recognize educated, good work ethic people. Have better communication how to improve each 
individual.

2072 1. Admit that the reorganization was a disaster and bring design functions back under a centralized 
technical services. This will help restore engineering competency resulting in higher job satisfaction for 
employees.
2. Fire all managers associated with implementing the reorganization.
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2073 Link engineering compensation to industry averages - discipline specific. Do same for supervisors of 

engineers. Perform more work in-house. Make leaving ODOT a lower priority choice for technical people! 
Provide real recognition.

2074 Get ride of the a****** (jerks!) that are in ODOT management. Besides the salary issue, that is probably 
the largest disincentive to employee retention.

2075 Better pay, restoring our retirement! The so-called 401(k) type retirement savings is a joke!
2076 allow employees to voice opinions and provide input before ODOT puts new policies or major changes 

into effect. People get frustrated when micro managed. As long as the employee is getting the work done, 
management should not be on the employees every minute. pay employees a competative wage that 
keeps up with inflation and maintain benefits. no state employee should be paid so little, they qualify for 
state food stamp program or other state programs.

2077
2078 increase wages. Stop reducing medical benefits, bring benefits including pharmacutical back up to where 

they were. Proivde training in employee area of interest & ability not just limited to how it effects the 
current postion. Do not penalize a promoting employee, wages cannot equal a new live?

2079 the dept does not do a very good job at preparing staff for advancement after reaching a managerial 
position. I suggest reinstating a very active rotational program that allows us to learn about other parts of 
the organization to grow. 

2080 offer better pay for high tech positions. So as to allow new hires to live in high cost of livings, areas such 
as portland, bend.

2081 more pay, different ideas to work from, newer tools different retirement, to look at long term. 
2082 make the pay equal for qualified person's as it pertains to the private sector.
2083 increase education requirements to get a better class of employees. Increase wages 80% and benefits. 

Keep full paid healthcare and fully paid persat 8%. Decrease workload. What we have to know and do is 
too much, and try to keep customers from getting upset (Waiting too long) new work stations do not work 
for what we do :hard on my body. 

2084 pay should be much more closely aligned to market value. Raises should be tied to performance and 
contribution. Promotion should be based on ability instead of favortism .

2085 accomodation for family life. I think ODOT encourages flex-time, working at home, job shalls etc. 
continue to do this & believe future employee prospects would appreciate. More pay is always nice, 
bonuses-not always monetary maybe time off?

2086 get the pay in live with comparable agencies, get a management team that holds staff accountable & 
recognizes success, provide training & software that is sate of the practice, get a grip on staff work loads, 
do not consistantly over load.

2087 pay higher wages, it seems like a person a week is leaving and its always because of low wages. People 
love it here but the pay at other agencies and consultant is huge compared to ODOT.

2088 in the present situation I think there are not enough employees to handle the work load. This may be 
leading to burnout. Private companies and other agencies also appear to be offering better salaries.

2089 look around the country at other DOT, see what they pay in particular. Check out Colorado-granted, the 
total benefits package is important, but please recall the legislature relatively recently lowered our 
retirement, which was one of the reasons for working for less.

2090 honest days pay for an honest days work.
2091 employee retention will require management to provide an environment where all people fell valued. With 

the large volume of work being outsorced to consultants one begins to wonder why we are needed. It 
seems like the overall trend is complete outsourcing with the exception of management and a few key 
project reviewers. retention of employees will also occur if pay incentives are avaliable.

2092 allow engineers to do engineering work, etc. quit farming out all the projects to consultants.
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2093 Increase pay! Empower employees to define work and manage consultants. Provide work to develop 

skills, with work and training. Support employee in work environment. Improve communication with 
employees, determine what employees desire and achieve it. Increase benefits. Hire managers that have 
experience in work that they oversee. Increase engineering staffing and base decision of engineering 
instead of politics. Increase PAY.

2094
2095 Pay more, stop trying to cut the benefits - new retirement plan cut out money match therefore you get 6% 

less - very closed mouth about it. The government freezes wages without need since most money comes 
from the feds.

2096 Rewarding excellent work by providing pay raises above the standard when appropriate.
2097 Salaries are falling too far behind the private sector especially now that PERS has been gutted
2098 Higher pay
2099 Managers need to get involved and teach the upper class that ODOT lower class don't provide maid 

services.  Teach them we are all here to help each other.  Stop depending on OSI / OSP to go fetch their 
stuff.  We were told that there will be job shadowing - yeah right.  I work full time, go to school full time, I 
have kids, I don't need the stress from other employees

2100 A more formal (mentoring / development / succession) program where promising employees are 
identified and made aware that upper management recognized their skills, talents, potential

2101 We need more (salary) money
2102 Competitive wages, benefits, medical and dental with other sectors
2103 Promote from within
2104 Promote from within.  Start taking affirmative action seriously (it is spoken of but not carried out).  Stop 

hiring good people and then not listening to them - this happens throughout ODOT's layers.  Get a great 
HR chief who understands positive work place dynamics and sets an unequalled example.  Terminate 
people who do not perform or bring shame to ODOT.  Not just put them in a paid position for months on 
end.  Put some teeth into performance expectation. 

2105 Increase focus on professional attitudes.  Process management! Too much time and effort is wasted on 
doing the same tasks over and over or the "old way".  

2106 Encouragement to continue growth - on the job training to learn new positions.
2107
2108 Pay increases at least as much as supposed to cost of living increases
2109 Making the transportation building a more comfortable and more attractive place to work would boost 

morale and probably retention
2110 Units need to share information in formation there is sometimes no cooperation between teams / units.  

More cross training and job advancement is needed to try other jobs not related to the employees current 
work.  To see if the employees would enjoy another area. 
Work together between department not against each other

2111
2112 Better pay to be more competitive with private sector and counties
2113
2114 Upper management are out of touch with the reality needs to get work accomplished.  It is still a "good old

boys" society with those who have longevity controlling outcomes and causing low employees morale 
within ODOT work units

2115 Create more work out of class positions to gain necessary minimum qualifications to be able to compete 
for positions when vacant

2116
2117 All of, or almost all of my answers were skewed by one individual who I have to work with.  If this 

individual was out of the picture I would be able to give much better marks, but I have to be honest, I am 
looking for another job just in case I am forced to work with this person again. 

2118 Ensure ODOT's values aren't just empty rhetoric
2119 Increased pay/ monetary recognition programs

Increased recognition of outstanding performance
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2120 Treat employees with respect.  Provide a positive work atmosphere.  Reward good work rather than 

whom you prefer.  Show appreciation.  Concentrate on treating employees well rather than poorly
2121 It would be great if ODOT could hire competent management and get rid of the "dead weight" those 

employees who actually don't do anything constructive all day
2122 I do not think ODOT encourages promotions amongst employees in their departments
2123 Rated supervisor as 'fair' since he is new to ODOT & state government.  Will probably upgrade to 'good' 

with a little more time
Retention is ok in our area, most new hires due to retirement or promotion.  Once you get to the top in a 
section you may look at other sections within ODOT

2124 Develop an environment where process improvement are encouraged
Support managers dealing with tough personnel issues
Develop mentoring programs
Encourage job rotations and other skill-building opportunities

2125 Management should walk their talk
2126 More recognition
2127
2128 Pay equal wages to outside companies, more advancement opportunities
2129 More opportunities for advancement

Looking at the way the accounting series is classed as far as school requirements
2130 Promote from within, rather than always hiring from outside.  More user friendly work environment - 

flexible hours - not so much rigidity
Ability to use telecommute option if desired

2131 Higher pay, less workload, people held accountable for their actions, problems not swept under the rug, 
input from employers, managers not protecting other managers although aware of criminal acts. Needs to 
be more of a work environment and not a soap opera! More recognition for outstanding employees and 
jobs well done. Safety awards. Training received related pay!

2132 Offer incentives such as time off or monetary for job well done, extra duties, etc.
2133 1. In Region I, bring back the OSHU Wellness Program. In other regions, if they had one then bring it 

back or if they did not have one, then start one.
2. Statewide bring back the Crew Safety Awards Program for crew no lost accidents in one year or the 
Individual Safety Awards = i.e. the Savings Bonds for individuals for no lost time accidents in one year.
3. Have the PERS Board give the Tier 1 employees more than 8% on their Retirement Accounts. 
Because the accounts are earning more than 8% for three years and all the Reserve Accounts are fully 
funded for three years as the legislative law that revised the PERS system required.
4. Have ODOT Human Resources Department send emails to all ODOT employees about the ODOT 
promotion opportunities. They could just list the title, salary and location of the opening, not the entire job 
announcement. ODOT used to pass out a paper version that listed everything. Now do it by email with the
things I listed or a little more, with the statement that if you want to check our a particular job 
announcement, then go to the ODOT website or wherever it is located. Presently no one knows about the 

2134 Provide adequate staffing to create a realistic work load. 6 & 7 12-14 hour shifts per week is unsafe and 
causing burnout. Morale is extremely low when consultants and other governmental agencies pay well 
above ODOT and are staffed appropriately. Low pay without a good retirement program = discontent.

2135 Stop taking our retirement funds and benefits from us employees. Equal pay as other agencies or private 
corporations in our field. ODOT has many qualified and competent employees we have lost. No more 
please. Most employees with ODOT feel the top leadership of ODOT want to get rid of us for private corp. 
employees.

2136 Competitive pay with other organizations
2137 Provide more developmental opportunities to allow growth. Rotational as well. It can be difficult to 

continue to move upward when few opportunities.
2138
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2139 Competitive pay with private.
2140 Increase salaries in selected series. Provide larger monetary awards for high performers. Make ODOT 

the place to work by establishing a culture that values employees by promoting a health/wellness 
program; a balance between work/personal life; equitable compensation for a balanced work load; 
challenging engineering opportunities.

2141 continued education - cross-training and challenging work environment. Keep employees from becoming 
stale. Competitive salaries and benefit packages. More developmental rotations may be warranted. 
Yearly evaluations to determine if more supervisors or less should be addressed. Or more advanced 
training is needed. Not just the same old "job well done" year after year.

2142 Better pay and benefits, working for the state has always had a prestigious "air" about it but with private 
sector being able to outdo pay and benefits in some areas people start looking other directions. I think the 
"step" increases should be higher. With gas prices soaring and the price of everything else going up we 
need to be able to afford to come to work. I am a commuter and I have to say if I didn't carpool, I might be 
looking at something closer to home.

2143 pay competitive wages to outside ODOT and provide individuals with a sense of respect.
2144 Offer more vacation time and free parking to employees.
2145 Improve compensation package including insurance support or help for retirees. Provide meaningful 

positions that allow us to recruit and retain employees. The continued effort to "combine" multiple 
positions under a single grouping makes it difficult to acquire qualified people.

2146 Be more fair with recognition programs and "attaboys"!
2147 More money
2148
2149 Use resumes to search for advancements
2150 Better pay for work done. Rewards program that give pay increases instead of cheap T-shirts.
2151 Item 1: Pay.  I left Portland freightliner 4 years ago leaving behind 151K per year salary for a 37K per year

salary with hopes of getting back up there.  Here 4.5 years later still low pay, higher cost of living - I've 
gone backwards

2152 More money, better training
2153 Are you serious, if they can't figure it out by now they never will
2154 More money in paycheck
2155 Higher Pay

A chance for promotion - better training
2156 Higher Pay
2157 Raise pay
2158 Better wages, training and advancement opportunity
2159 Increase wages to be competitive to industry.  This would allow greater candidate pool for new positions 

and bring in better qualified employees
2160 Continue to pay health benefits (fully).  Stop messing with the retirement benefits, increase our pay to 

equal the same position and responsibility of other municipalities and agencies
2161 We need to be paid a competitive wage.  At this time we are paid significantly lower than outside states 

and repair shops.  The state needs to abolish the least cost policy that is applied to pay raises.  Least 
cost is causing dissention between long time employees and new hires.  Long time employees who have 
worked their way to the top of the pay scale / skill level, for their position are made to feel like they are no 
longer qualified to be at the top of their skill level because of the least cost policy

2162 ODOT used to draw people in w/ benefits and a good retirement pay has always been low, now 
retirement is totally different not near what it was.  So pay has to come up to keep people

2163 Get rid of the employees with bad attitudes - Jerry Noble and Jim Cooper
2164 The salary for my job is the problem with retention / recruitment and may be the reason I have to leave 

ODOT
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2165 Get rid of least cost! Or low bid! Professional people know how to make good decisions.  We all know 

that it is also our tax money paying for our wages.  We are not here just to spend money foolishly! I came 
to ODOT at the top step 2 years later.  ODOT reclassed my job and we received a wage increase.  I 
found out that I went to the bottom of the pay scale and it will take 8 years to top out for the raise.  That 
will still put me 8 years behind in wages compared to private sector.  What incentive, along with no 
disciplinary actions for lazy employees is there.  If they hire new employee n my trade.  They could 
possibly make more many than me with less seniority.  Wow! That really makes me want to work or be 
here.

2166 Less "us v. them" attitude with management. Resolving issues with new employees making more money 
than current people here. Losing 2-3% per year due to inflation sends a poor message to employees. 
Why does Washington DOT make 15-20% more?

2167 Merit raises - you need a program.
2168 Merit raises should be given to employees that go above and beyond if hired in pay freeze.
2169 1. I believe we should be hiring technical people in with higher initial pay and add steps to the top end of 

the ranges to keep employees with years of knowledge within ODOT.
2. More flexibility in work scheduling.
3. Keep "meaty" jobs and contract out "cookie cutters." Thereby keeping the interesting and challenging 
work at ODOT.

2170 Provide more and consistent training. Increase salaries. Add FTE to certain disciplines to avoid/minimize 
burnout.

2171 Get people the training they need. Update forms and processes. Listen to employees. Reduce layers of 
management.

2172 So many: Hire necessary staff so you are not burning out your best employees. Pay market for job skills, 
not just what can get away with. Stop MICROMANAGING employee time i.e. allow work at home, odd 
hours to meet family personal needs and follow government's policy on work at home. Treat employees 
as adults - trust me or fire me. Management needs to HEAR, not just LISTEN.

2173 A better competitive rate of pay.
Hiring of competent management from the ranks of ODOT.
Leadership training for ALL ODOT employees.
Hire better, more experienced employees with experience relevant to the job.
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1
2 They need to be a little more understanding with employees that become handicapped. 
3 I have only been with ODOT for 1 week, so there are quite a few I don't know. The individuals/department 

with which I work for have been extremely helpful and welcoming. I've enjoyed my 1st week and enjoy my 
time working. 

4 I think you need more explanation of the kind of answers your [sic] looking for. The first seven sections I 
did not feel comfortable with because I really can't speak for other employees on whether their managers 
are fair. I also feel as if the section on safety leaves out office environment safety--we do not conduct 
"crew" safety meetings monthly and I don't believe our managers attend such. I didn't like the survey 
document. And as usual--Highway is first and DMV is last. How is that fair, but it is always too obvious in 
all ODOT surveys! D comes before H alphabetically!

5
6 ODOT/DMV needs more IT support-we have needs that can't be met w/ the amount of IT resources 

given. There needs to be more career paths for mid-managers @ DMV. 
7 Recognition is not always given when work is done within an employees' job description. "Reasonable" 

amounts of work fluctuates from job to job. I know employees that are in meetings all day long and cant' 
get their work done. Part 1 of this survey is somewhat confusing a lot of the questions we should not 
know about other people and how they are being treated so the question is hard to answer.

8 So far I have enjoyed my employment with ODOT and plan to stay for awhile. I would like to have the 
opportunity to move about a bit as many aspects of ODOT are very interesting and allow for a diversified 
career. 

9 Reason for leaving: retirement!
10 Motor Carrier Division is a positive-moving customer-oriented agency. It is geared to lifting up employees 

and providing an environment that is sought after in today's market. 
11
12 Motor Carrier supports and promotes it's [sic] employees from within-MC has an excellent employee 

culture to work in--I will retire from Motor Carrier. 
13 Every once in awhile we should review the amount of work per section. Seems out of balance--across the 

board. Need a full time training-procedure writer position.
14 Include co-worker on interview panel. 
15 Our suggestions are usually not solicited or acknowledged--we are not given any ownership of our jobs or 

anything related to them--
16
17
18 As a new employee I am not qualified to answer many questions - with my limited time and experience 

here at DMV I have answered as to what I have observed and experienced so far (less than two months).

19
20
21 Creating more developmental opportunities. Financially helping those who wish to return for higher 

education, college degrees, masters etc. Creating an open and competitive process for developmental. 
Allowing those who do not have college degrees the ability to promote.

22
23
24
25
26
27
28
29
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30 Management needs to get along with management. There is simply too much in house bickering that 

occurs. 
31
32
33 Where I work, my supervisor took away personal achievements (Driving Force Awards, etc.) and only 

recognized team efforts. I think that is wrong. I feel like a unit can only grow to what your supervisor will 
let it be. In my situation, not very big. I feel picked on and not supported from the management where I 
work. Which is why I plan on leaving ODOT and not to return. I know I am not the only one that feels this 
way. As far as the Safety Section in this survey went, I have never been talked to, or even know about 
what ODOT expects--I haven't had an employee evaluation in OVER a year!!

34 HR is ridiculous when it comes to protecting employees that have committed crimes against the agency 
(cheating on time worked, using cars for personal use, goofing off instead of working etc.) It is an 
embarrassment to work with some of these people. HR would rather wait for the newspaper to pick up on 
the crime and pretend they weren't aware of a problem. HR should help supervisors fire these people 
instead of protecting them and then ODOT morale would go up. 

35 Cut down on the number and length of meetings so people can do their jobs. You need to trust your 
managers. ODOT comes across like a totalitarian state where managers are treated like unethical 
criminals. If you can't trust your managers, FIRE THEM!!

36
37
38
39
40
41
42
43 I don't have any
44
45
46
47
48
49
50
51 I would like to see more accountability for lead workers and managers; allow for employee input 

regarding appointments of same. Set standards for employee performance and harsher penalties for 
those that consistently are below those standards.

52 There is a very low morale. Employees are disrespectful to each other and management just overlooks 
issues and problems. Compensation does not match work levels. Some positions have a lot of work, 
when other don't. Management does not listen to employees. Does not value employees.

53 I think more training should be offered within the Regions for certain classes, such as Advanced Word, 
Excel, Access, PowerPoint, Acrobat, etc.

54 ODOT is a good place to work.
55
56
57 I'm old school. I've got a good job and I'm damn glad to have it. I don't get to make all the decisions and 

no one should expect to do so. I come to work early, work hard while I'm here and try to treat everyone 
within and without fairly. Too many people today fail to understand the employer-employee relationship. 
My employer recognizes my contributions twelve times annually on payday. When I'm no longer happy 
here, I'll leave rather than stay and bitch. If everybody respected authority and displayed a work ethic life 
would be better for us all.
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58 Most of the obstacles I run into in getting my job done are created by DAS. Personnel issues take months 

to clear DAS. We are asked continually to do more with less, creating stress in the workplace and low 
morale. Sometimes I feel we don't get the support we need from HR.

59 My industry experience set a high standard which ODOT can not match. Pay was 75% higher, hours 
were 50% longer, and workload was extreme as a management consultant. My answers reflect that 
history. As a whole ODOT is conservative and slow to change. Not an inherently bad ting, but it makes for 
slow adaptation of new ideas and progress.

60
61 Best job I have ever had! Great supervisors and managers!
62
63
64
65
66
67 I took a PERS job in 2000 because of the defined benefit retirement. With all the changes to PERS, I am 

confused whether I still have a defined benefit program, or has it morphed to a defined contribution 
program.

68 many employees do not do their fair share (& some don't even try to learn their job), but these employees 
are paid the highest salaries because they have too much job security (working over 16 years). There 
should be some type of testing to determine the pay scale by performance not years on the job.

69
70
71
72
73 I would appreciate it if ODOT was more proactive and less reactive. I think higher management could do 

a better job of keeping up with what requirements are needed in respect to federal funding versus what 
we need to do to comply.

74
75
76 I don't really understand how they have so much more money to be allotted to employees than other state

agencies that are important as well.
77 You're forever making decisions that impact us in the field without thought or asking our opinions about 

things so what makes you think we believe you're really interested now?
78 All questions regarding "supervisor/team leaders" are for "lead worker" not manager. My direct line 

"manager" does a great job and would get all 5's from me. She tried her best within the constraints placed 
on her.

79
80 1. Teach lead & managers not to lie to their workers. This causes a great deal of mistrust. 2. Teach 

management how to show respect to all workers. 3. Promote & train folks to lead and management who 
have shown to be honest, fair, skilled and set a good example. Not just those who are "yes" men to top 
management!

81 This survey doesn't give a true picture. Supervisors and managers lumped together - it doesn't distinguish 
between the few great management personnel and the numerous others from the good old boy club (it's 
who you know). Does it really matter?

82
83 1. Stop the old boys' club of promoting unqualified people to management positions. 2. Raise pay - we 

average 25% less than outside. 3. Bring back a decent retirement - why work 30 years at low pay only to 
get a bad retirement in the end.

84 Promises made, and promises kept are far apart i.e.. Pay, equipment, communication
85 doubt this survey will get past the "local" review to ever make it back to Wazzu. Cynicism reigns!
86 less management structured thoughts
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87
88
89
90
91 No comments at this time.
92
93 We just had a change in managers - opinions expressed are a reflection of the previous manager - 

management style.
94
95
96
97 My manager needs more training on interpersonal issues and facilitating. He would do very well if he put 

as much emphasis on internal relationships and respecting employees as he does with external "political" 
types of people. It makes employees feel like 2nd class citizens.

98
99 Consider pay for performance i.e.. "bonus" for real "responsive merit increases" for sustained high quality 

performance.
100
101
102
103
104
105
106
107 I have only been an employee of ODOT for 3 days and have little experience to make suggestions at this 

point. 
108 We need much better security at the DMV field offices. We need a guard on premises to help diffuse 

hostile customer situations. Stress level is enormous because of a lack of security, lack of support from 
management, and lack of enough staff. 

109 More pay and recognition for a job well done. 
110
111
112 If the state is not looking into making wages competitive, they should look to make living wages in high 

cost areas etc, carear. That may the reason local are $1000.00 and more a month for the same job. 

113 Upper management does not seem willing to tackle the issue of 'problem' employees. In Region 1, there 
is an employee who is not working in cooperation with other units. Complaints have been made to her 
supervisior by numerous employees in other units, but not action has been taken,  over several years. 
Not fair, as others pick up her slack. Also, does anyone head or act on employee exit interviews?

114 The ODOT budget should be taken off-line from the State's general fun and used solely to support the 
DOT.

115 Job classifications should be designed so employees can be hired and receive the skills "eligible enough" 
so that can qualify and apply for jobs within their current crew or agency. Having the chance to apply for 
jobs so you can work up the "ladder" would make job performance go up and make coming to work every 
day more rewarding. "Dead-end jobs" are not the way to go. Thanks.

116
117 Stop downgrading the engineering positions from professional to technical (specialists)
118
119
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120 ODOT is very family-friendly. Employees who have worked in other sectors/industries recognize this but 

I'm not sure long-term employees appreciate what they have. Employee retention is only beneficial if the 
employee remains productive and positive throughout his/her career. I've noticed that a lot of 20+ year 
employees have lost their enthusiasm for their jobs and are just counting the days until retirement.

121 I think there needs to be a better effort to either improve the skills of low-quality employees or force them 
out of their job. I think are allow under-performing to either keep their current job or we transfer them 
elsewhere to become someone else's problem. I feel employee recognition is important. That's 
accomplished by awards and by timely, and thoughtful, performance reviews. Too often, performance 
reviews are late, and not much thought has gone into them.

122
123
124 Feel safe to talk to supervisors and managers, not feel like walking on egg shells all the time and fair 

treatment. Also too many cliques between employees and management!
125 computer programs are outdated. Too much human interpretation is needed, results in mistakes, errors.

126 Our current manager is excellent, but over the years my experience is this is always a knife in the back 
mindset. I have watched 1 job opening reopen 5 times rewarded to eliminate people with the final results 
being recruitment. ODOT DMV does not encourage its employees. It has a mindset of the "ins" 
management who "play God" and "outs" those not of the realm.

127
128 Better communication between upper management and employees. Let all employees have a chance at 

advancing.
129 Weed out the dead wood in management.
130 #36 - this sort of activity is strongly discouraged to the point that it stifles one's ability to complete many 

aspects of work. #42 - essentially never happen - waste of a great resource. #49 - there is a lot of waste - 
too many layers of management and managers managing managers managing managers! #88 - virtually 
non-existent - poor use of resources. In the past ODOT has failed to use information provided in surveys 
such as this one. I have no reason to believe that will change now.

131 Way too much for one person to handle: drivers, vehicles, homeland security, re-exam, drives, etc.
132 People should punch a time clock, they steal money from the state. Being on the phone, being late, 

walking around wasting time. Get tired of people that can't do the job!
133 The biggest challenge we have in our office is the different interpretations different managers have with 

policy and procedure. I feel we are grasping for a middle ground that does not shift on us constantly.

134
135 At one time I enjoyed coming to my job, now it's just a job.
136
137 There are a number of problems that exist within Motor Carrier Audit. One of ODOT's core values is to 

create a positive workplace, but the reverse exists within Audit. A section in this survey speaks of 
personal motivation, but Audit management's motivational technique is fear and this fear has created a 
hostile work environment. Management has used fear to intimidate employees into compliance instead of 
using positive motivational tools. The number of auditors leaving Audit the last five years is largely the 
result of intimidation and fear that managers have instilled in Audit. Some employees have retired, but a 
number have left because of a variety of issues with Audit management. Audit managers need to be 
educated in using positive tools to motivate employees, instead of using negative reinforcement to 
motivate. Audit management has not used performance measures as the tool it was intended to be used. 
Instead, management has used performance measures as a retaliatory tool against employees to 
motivate (actually scare) them into compliance. If this survey is really inteded to make ODOT a better 
organization, then your staff needs to look at what is going on in Audit and probably in the rest of the Moto

138 The amount of employee backbiting and gossip is not helpful. Not a bad job, just not a good fit.
139
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140
141
142
143
144
145
146 I would really appreciate the opportunity to advance based on my skills not who I am and who I know. I 

would really like to get paid by merit not by scale. I wish that ODOT would reclass the pay scale for my 
unit OD PERMITS. 

147
148
149
150
151
152 We continue to have our workload increased. Required to pick up if and when someone retires, 

promotes, or leaves for other areas. I compare this to having a five pound container, and required to put 
ten pounds in, and deliver without a mishap. Most managers and supervisors are promoted into their 
position without any or little people skills!! Yet expect employees to perform at a high level of output. 

153
154
155 Benefits package--health care could be and should be better. Carriers are waning but always come back 

with an offering package. They make more money.
156 I have enjoyed working for ODOT for 19 years. Seen many changes good and bad. Of the most part think 

most of ODOT is a great place to work. As a single mom the health benefits were financially helpful. Will 
retire from ODOT with a retirement plan where some of my friends/relatives have no financial plan for 
retirement. Thanks.

157 I enjoy the Division I work for. Compared to  other divisions I rank Motor Carrier as the top division. 
158
159 I feel ODOT is a good place to work. 
160 I would like to see a pay scale so every OSI OSL etc are on the same paying field as other state agencies 

outside ODOT. ODOT is the least paid, but we take a lot of heat for minimal pay. 
161 Customer Services group is very good about training and recognition as well as treating others fairly. That 

cannot be said for other groups throughout the agency. There is a great discrepancy from manager to 
manager throughout DMV headquarters. There should be more consistency between managers on how 
they manage--some units wander during work time and others work very hard. 

162 I think when some one gets hurt on the job, that they are treated extremely bad. With all the depression 
and anxiety the person goes through because of their injury, they don't need their manager and HR 
department manager yelling at them and making them feel worse when they have to miss work. Plus, 
being called into the managers office on a daily basis is not good for their healing process either. 

163
164
165
166
167
168
169 I really think a survey should be done on individual units (not an ODOT survey) but a dept. survey. And, 

have surveys done on the manager of unit and unit employees. Teamwork etc. Right now in the unit, so 
much negativity and nobody seems to care.

170
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171 The biggest problem in my unit is COMMUNICATION! There needs to be a lot more communication 

between the management and the workers. Our manager gives the façade of caring about potential 
problems and or new development, but when presented with them he downplays and ignores them. 
Cheers.

172 If managers could find a way to be honest when giving feedback from an interview. If someone is black 
marked help them change!

173 For safety--handicap people should have a better way of getting off the top floor in case of a fire. There 
should be a slide like they have on airplanes to assist getting them out of the building in case of disasters.

174 I'd like to see more accountability for staff and managers/supervisors.
175
176
177
178 We need to come up to the salary standards that our jobs require. I am making less than one employee 

who has a higher classification. They do not have the responsibility of a 7-8 million dollar budget that I do. 
I am held accountable for ensuring this budget is expended properly. Other wise I could be held 
personally responsible. 

179
180
181 stop having HR use my area as a dumping ground for employees who don’t have a position. They need 

to understand the qualification required to do the work.
182 new employees are left to figure out a lot of information about a very complex organization on their own. 

Employees orientation should consist of more than lecture on ethics and safety questionnaire.
183 we need to get back to an engineering organization that is respected by the engineering community 

instead of a make work organization for consultants.
184
185
186
187
188
189
190
191
192 recognition depends on your supervisor. Although mine praises me in my performance appraisal, no 

awards have been forth coming. In other service groups many employees receive awards. Question 2 
"high performing employees are promoted" how can that be. In my area, the person who is the more 
smooth talking in the interview gets promoted. performance has nothing to do with it.

193 who do we pay Washington to do Oregon work?
194 the large number of important decisions that are decided based on politics against the overall good of the 

transportation system is crippling the ability of the agency to maintain the transportation  system. Good 
people are seeing their hard work spent on projects that don't make sense. retention might improve if this 
weren't the case.

195 ODOT's primary concern is to be politically correct at the expense of good engineering practices. 
Environmental concerns are more important than public safety issue. Tremendous political pressure is 
placed on employees to satisfy environment concerns over good engineering judgement. Upper 
management not only doesn't understand how the work gets done, they dont understand what immediate 
supervisors have in trying to get the job done. I have no confidence in upper managements ability to 
resolve any issues at all. 

196 The basic premise driving the 2004 re-org was very flawed. Also the premise driving the OTIA program 
was flawed. Decision's were made and solutiosn were implemented without much input or thought. 
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197 My responses seem pretty negative. Much of this negativity is directly attributable to the state system 

around reward, recognition, promotion, and pay. It's stifling creativity and willingness to "invest" in work. 
And is a major issue in employee retention. 

198 ODOT is not very encouraging to very many employees. Only those who kiss butt are recognized or 
rewards. Managers' personal feeling come into play too often. 

199 I'm surprised that we had to do this under manager guidance and not at our desk . This survey is not 
much different than others we've had before. However, this is still the best agency in the state! 

200 My negative organizational responses reflect experiences from four years ago. I think the manager of my 
old unit hasn't changed his ways. This is the first time that I had an opportunity to grade my old manager. 

201 ODOT is a difficult agency to enter as a new employee. It is an extremely complex organization that does 
complex things. I think the orientation and training that new employees get is pathetic. I think the agency 
is trying to do too much at once. Most of the problems that I deal with occured because people were just 
overwhelmed with work and didnt have the time to do what they knew was the right thing to do. Some of 
the business equipment that was purchased for my use in crumby- like my headset. I spend many hours 
a week on the phone. I can't believe the low quality of the headset I have to use. I am a non-supervisory 
manager without the protections of the the union. My pay scale has not kept pace with my coworkers 
since theyir classification was evaluated by DAs. My work load is tremendous, as is the complexity of my 
work. It is astonishing to me that someone who makes the sorts of decisions I make for ODOT is paid as 
little as I am. I'm not planning to remedy the situation. But I do work with a lot of firms around the state 
who recoginize  and appreeciate my talents. I wouldn't be surprised if much higher paying opportunities pr

202
203
204
205 Our unit is very "short staffed." We rely on temporary employees, and limited duration for accomplishing 

the work. We continue to hire more consultnts but ODOT is not adequately addressing "public" 
employees necessary to handle the workload. 

206 At times it feels as if the only time management talks to you is if a problem has arisen. Stop trying to 
reclassify people at lower scales. That is a huge moral killer. 

207
208 Legislature decisions have had a huge negative impact on technical services in ODOT. I feel the change 

was deliberate. 
209 I am a valued part time employee. Due to my home life I am unable to take full time employment. I have a 

lot to offer ODOT and am a big asset! I would like to think that I too should receive job security. 

210 The reorganization (de-centralization) was a mistake. ODOT is paying for in terms of employee 
dissatisfaction (many leaving ODOT), quality of products, lowering standards (the minimum experience 
requirements for jobs now is far lower than what it was) and overall lack of consistancy throughout the 
state. Development of new employees in specific disciplines is virtually impossible with a decentralized 
organization (ie mentorship, training, etc.) because employees are tasked with too much to do. Work 
products are how well reviewed for quality and statewide consistency.

211 Too much work for too little staff.
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212 Like most surveys designed or approved by those being evaluated, this survey fails to address some 

important issues and the questions on other issues are designed to mask the essence of those issues. 
For example, the section on supervision is focused on immediate supervisors and completely ignores the 
philosophies and foolish decisions of upper management that are almost entirely responsible for today's 
retention and morale problems. Similarly, the section on leadership merges "managers" and "supervisors" 
when their evaluation should be entirely separate. The section on "innovation" ignores the possibility that 
hcange could be truly excessive. The upper management of this agency is unduly influences by political 
pressure from special interests, specficially the heavy-haul trucking industry, to provide free engineering 
services, and to permit abuse of the state's bridges that is inconsistent with the goal of public safety. 

213
214
215
216
217
218
219 Do something don’t just ask the questions. 
220
221
222
223 Allow employees the opportunity to develop skills and be able to apply them to their jobs. I am sure 

ODOT has many resources that are available that employees have no idea about- such as award 
programs and recognition.

224 I love my job at ODOT. Everyone is wonderful, very friendly and welcoming to everyone new joining our 
team. 

225
226
227 Increase the pay, cost of living, on years of service like 20 years, 25 years give better gifts, instead of just 

a pin to wear.
228 Within my unit I work in there is such a variety of tasks to be completed and things to learn I feel maybe 

our supervisors and team leaders don’t really know how much work our unit processes. As an office 
specialist 1, I feel our work load should most definitely be considered a 2 we may not answer phones or 
provide customer service over the phone, but we process an abundance of reports that come in and 
there is such a variety in our unit to learn we are underpaid and seem to be at the bottom when our work 
is really important. 

229 There is quite a bit of work in our area, and sometimes get work brought over from other areas to help 
out. We already feel we have sufficient work, but that still happens, and the pay is very low. Another thing,
people use our unit to get their foot in the door sort of speak because it is an entry level jon and once they 
are hired, they could care less about being a team player because they dont care and usually use our jon 
to start applying for other positions with better pay. We have several co-workers  that are not self 
motivated and lazy!

230
231
232
233
234
235
236 Online employees and local field managers need to have more input in policy decisions that affect the 

field, such as money counting. Policies are charged because of one instance, crisis management was 
spent on new timed safes that were not needed. No local managers had input on this. 

237
238
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239
240
241 As a whole, ODOT is a great place to work. As with most private companies, there are quirks and 

"normal" issues. Unlike the private sector, there is no recognition on a general basis and no 
"compensation" (non-monetary) for providing good customer service and/or working harder than your 
coworkers. There is also emphasis on leave balances. Where as in the private sector "you use it or lose 
it."

242
243 Use standard training procedures that would flow with experience process. May be available but not used 

causes areas of no training. 
244
245 The professional engineering class has caused a divide within, there are many qualified employees that 

could do a job that are exclude by classification. 
246 Governor's support of PERS gutting was a huge disappointment, inequitable, unfair. Lost a lot of good 

people and rest are paying for it rest of life. 
247
248
249 Cubicle furniture is convenient when adapting to individual needs. Beyond that, cubicles are not pleasant 

to work in. Illumination costs go way up. Ventilation is poor. Heat distribution is poor. Noise from large 
rooms full of people is intrusive. Visual isolation is demeaning and depressing. 

250
251
252 I think ODOT has lost the ability to use good Engineering judgement to make decisions. The political 

pressure dictates the solution to problems and is not a date driven decision making process. The 70% 
consultant work to 30% ODOT work has cost Oregon tax payers more money in the long run with a lower 
quality construction project so it can meet an accellerated schedule. Consultants are not held 
accountable for poor quality of work only a slap on the handand try to fo better next time. Managers 
directions and decisions change with the political wind currents and have to be re-assessed several times 
a week. It makes it hard for employees know what direction we are heading! Re-organize ODOT again 
back to what we were 4 years ago. 

253
254
255
256 Popular public opinion is that state employees have it too good. Why are ODOT employees leaving 

ODOT? Because the private sector is taking our work and offering more money. Money that comes from 
the same source: tax payer!

257 Public sector employees want to make positive contrbutions to the society they live in. The more ODOT 
has made to shift that work to private for profit firms conflicts with the values of its employees. It is hard to 
support the company's line on consluting work being good for Oregon when you have tanigble and 
significant evidence that it is a detriment. this comes in the form of poor quality work, poor rpads and a 
greater expense. This means fewer projects over all. Many employees are discouraged by this. I realize 
that this is legislatively driven, so I am sticking around hoping it changes. 

258 My answers to the first section are a replection of the fact that I have had two supervisors with distinct 
and opposite management styles. One managed her employees like children; the other has provided an 
atmosphere of growth, development and challenge. 

259 Getting additional courses that are related to money but usually you are required to have answers that 
can only be given provided you have the specific training. Changes in management have not helped w/ 
work--because usually managers are using the position as a stepping stone and they are not concerned 
with employee needs, they just want to move up.

260 Need to show public the true costs of ODOT personal costs of design and construct to design build 
consultants costs. i.e. the amount of pay a ODOT bridge designer is paid to a private bridge designer is 
paid to do the same job.
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261 If we say wellness of employees is unimportant; smoking in heavy fleet should not be allowed.
262
263
264 I think we could do more to promote wellness. --We could find more ways to train even on a budget. 

Allow staff to research and come up with in-depth presentations for others in their unit and for other units. 
--If staff wants to promote an idea they have to come at it from different areas and people because it is 
easy to say, "We don't have the resources to do that," when it is not true. The idea will not be well 
received at first usually. 

265 Employees need to be able to provide input to their lead-worker's and direct supervisor's performance 
appraisals. 

266 Do not keep promoting the inept or keep them on payroll. MCTO has a very big good old boy network. It 
is not how well you do your job, it is who you are and who you know. Kulingowski's "housecleaning" last 
biennium left a bad taste in employees' mouths. 

267 Overall, I am happy because I have good co-workers, but not all units are as fortunate. There is poor 
management, issues, training issues, and trust issues in other units of ODOT and right in motor carrier. 

268
269 Lower the retirement years served from 30 to 25…..
270 Immediate supervisors are great! Upline management is not so…they absolutely do not encourage 

improvement beyond the immediate needs of the section, thereby guaranteeing that we remain "stuck" -- 
(again, see previous comments). There is no skill building to promote, only to retain

271
272 I feel like filling this survey out is a waste of time because nothing will change. 
273
274 To give more appreciate to employees for being on time, being at work, and for doing their jobs well. 
275
276 Overall my years with ODOT have been very good. In the past I have had some wonderful managers and 

co-workers. If I hadn't of had this past experience and my current environment was my first ODOT 
encounter then I would really be considering leaving ODOT. 

277 I have a workstation that is ergonomatically correct for me.
278 Leaders/supervisors do not believe that a person needs their station with the desk top raised so they 

don't have to crouch over to write and do their job so they refuse to have it done, even though it’s a 
common practice.

279 Put some of the humanity back in the agency. We can't even post an item on a bulletin board if it is of a 
personal nature. Everything has been depersonalized. 

280 Nothing is safe--self-righteous, gender bias, favorites among field staff, dismissing interracial issues, 
incorrect use of humor, list goes on. The general arrogance of management still floors me. Motor carrier 
ignored any sort of team training through ODOT but is in desperate need of it. 

281 MCTD management is excellent, from the top down. 
282 It would be nice to receive encouraging comments from upper management instead of nasty comments!

283 Question #2--I believe some are recognized, but I don't agree that they're promoted. Many of the 
questions deal with "supervisors" in general. Although I believe my immediate supervisor does a great 
job, I also believe that he is outside the norm. I've answered according to how I've witnessed the majority 
of other supervisors/managers. Question #3--I don't believe there is equity. From what I understand if a 
person in a minority class and a male Caucasian are equally qualified for a job, the person of minority will 
get the nod on the basis of being a minority. 

284 Scale facilities need to be remodeled to improve our ability to work efficiently. Outlying scales are in 
cramped conditions, and truck parking, as well as ODOT parking at the scales, makes it difficult to 
conduct a high volume of inspections.

II-11



Appendix II
Employee Survey Comments

No. COMMENTS
285 ODOT need not be "scared" of firing those employees that do not meet expectations continually. Hard 

working employees get the wrong message when they see "long timers" producing less and being 
verbally reprimanded while still making much more than those performing at or above expectations. 
Punish those doing the deed not the department or crew as a whole. We don't as a team cheat and steal 
from the system. 

286 This survey would be much more brief if you'd remove the redundancy. Organize the format better to 
accomplish your goal.

287
288 There is an entire workforce using state vehicles yet there is no defensive driving training provided--would 

this not save the state on insurance and this benefit outweigh the cost of the program?
289
290 Higher starting pay and tougher minimum qualifications. May attract better prospects.
291 We have an excellent manager who is very team oriented and gives positive reinforcement and 

encouragement.
292 The job application process is antiquated by the time a person tries to figure out how to fill out an 

application so that it is accepted he has already had 16 other job offers. Then the interviews are nothing 
but "eighth grade popularity contests."

293
294 Hermiston Construction Office is above other ODOT groups I have worked with. If I was still with Motor 

Carrier, my responses would have been very low.
295
296
297
298
299
300
301 Consider employee exit interviews. Identify common issues on why employees leave. Public appreciation 

for ODOT employee work is lacking.
302
303
304 the state should pick up the expense of insurance for domestic partners.
305 Need to add hour of vacation after 20 years of work.
306
307 Get rid of the people who TRY to justify their jobs.
308 I feel since 1991 Region 5 has been the most unfair and unprofessional management system I have ever 

worked for.
309 Don't promote minorities just for the sake of some goal - make sure they can do the job (look at the 

problems @ meachim (?)). If you have supervisors that aren't getting the job done, REPLACE THEM - 
there's too much "I have a job for life no matter what I don't do" thinking going on out here - HOLD them 
accountable.

310 Very oppressive management style compared with 2 other Oregon state agencies I have worked for. I 
have a Master's degree in management and consider this organization a model of how to demotivate 
employees through rigid policies and controlling environment (example - even though we can use the 
internet for personal research during lunch, a vast majority of sites are blocked). I have told very talented 
managers in other organizations to avoid this organization at all costs when looking for another job.

311 I have worked in government for five years and private industry for 25+ years. I have never experienced 
an organization like ODOT who only worries about policies and procedures and does not use common 
sense. My manager sits at his desk and reads emails about policy all day instead of paying attention to 
his employees. My view is that he is just covering his rear end.

312
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313 I was previously in a private, professional position which had its own rewards, a much higher salary being 

one such reward. Another reward was that I aspired to perform well given nature of my work and that 
when I did perform well, my peers and my superiors recognized this and, in one form or another, praised 
or rewarded me.  After having been with ODOT for the last five years, I am comfortable in saying that I 
have seen a steady ratcheting up of expectations placed upon employees with little incentive to drive the 
employee for greater production. Specifically, there seems to be a marked lack of communication 
between management and staff with regard to the "how's and why's" a certain direction is necessary. 
Further, the increasing demands placed upon employees are not necessarily coupled with the resources, 
training or tools to enable the employee to reasonably meet the additional requirements. However, 
performance measurements remain standardized and if the employee does not meet such 
measurements, it is deemed unacceptable.  I am currently at a level 25 pay scale. This is not an 
insignificant salary but one moderately commensurate with the work that I am tasked to perform. However

314 ODOT needs to set higher standards when hiring new employees. If a candidate pool doesn't have highly 
qualified people, don't select from it. Nobody is better than someone who can't or won't do the job. 
Unqualified people plug spots for people who come along latter.

315
316 We used to have good safety recognition programs. Our program now is lame. There is no incentive to 

excel. Pay is based on years of service, not merit. There are no real rewards for gong above and beyond.

317 Hold management accountable for violations of contract as well as state and federal laws.
318
319 From my short employment here, I see a poor system of how leaders are chosen for low-end supervisory 

positions.
320 Too much controls, constant monitoring and rigidity!
321 I appreciate having an opportunity to provide feedback and comment on ODOT management
322 ODOT has been an oversight and permitting agency. I could not recommend a young graduate engineer 

to work here due to the lack of design, expertise and pay. The lack of positions puts a strain on workers 
and affects quality of work. I believe upper management does not have a good idea what is happening at 
the working level, as the re-org has proved.

323
324 ODOT is not perfect, but I love the folks I work with and I believe in ODOT's mission. I can't say the same 

thing about all my other employers. I hope to stay at ODOT till I retire (not all that far away!)
325 ODOT could do a better job at showing appreciation for job well done. Also for heavy workloads, would 

be nice if we could be allowed an off-ramp for work that is more than a person can handle properly.

326 ODOT is a very supportive agency in terms of recognizing family needs. There seems to be some 
resistance to change at Region and I suspect Tech Services needs to come up with better ways of 
outreach.

327
328
329
330 I think it would be beneficial to get more feedback from our manager based on his own observations. If 

there is a complaint on his part he addresses the employee in private before sharing his concerns with 
other employees. 

331 Most of my answers with I agree and not agree because not every one is treated the same with getting 
the training they put in for or the job it who the managers or supervisor choose they like best. 

332 Start the pay a little higher for new employees 3 or 4 steps higher.
333 I love this agency- I'd like to see it be the state wide standout, however we are currently trading upon our 

employee's loyalty without adequate reward or opportunities. Thanks.
334 I enjoy working with ODOT. Compared to other state offices they are by far the best at what they do. They

have managers that are supportive and staff that is knowledgable. 
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335 ODOT was once a wonderful playce to work. A person could start at the bottom and have a career path 

to follow. Hard work, dedication and education allowed a person to progress without limit. People are now 
pigeon holed into one or two jobs and expected to remain there throughout their career. 

336 ODOT expertise/integrity was destroyed during the realignment. We lost qualified professional workface 
and those that chose to stay are overworked. It will take years for ODOT to repair the damage that has 
occurred to what used to be a very well functioning organization. 

337 I enjoy flexibility in my schedule and enjoy better benefits than I had in my consultant positions, but the 
pay is substantially lower, even compared to neighboring state government positions. The work load at 
ODOT is also too heavy, not allowing for high quality. 

338 Legislative changes to the PERS were a significant blow to the employee morale. Morale is probably the 
most significant aspect of getting high-quality work from employees. 

339 the decentralization of ODOT has hurt this agency. I feel under utilized and not appreciated. I spend more 
time in putting out fines and doing to do lists for my managers. The place needs an overall!

340
341
342
343
344 Having a good supervisor can make all the difference. I have one now.
345 I feel moral is low among employees. A segregation between regional and central staff is developing. 
346 I have to say I love working for ODOT and working in the unit that I work in. I have had offers to work 

elsewhere for more money, but I love what I'm doing and who I work with. ODOT is very organizaed and 
appreciative of the work we do. Supervisors are family people like we are and understand the needs of 
our personal lives.

347
348 Top management Exec Staff make program decisions withouth seeking input from program managers.

349 Workload has become an issue it seems as if we are doing what we can but not always doing what we 
should. Employees are expected to do so much more than 10 years ago and prioritizing can only go so 
far. 

350 Need to figure out how to do a better job ofscoping. More flexibility in founding. 
351 For the most part, I enjoy the people I work with and for ODOT thus far has been a good experience. I 

recognize the difference between my collegues that want to change some things and those who like to 
whine. 

352
353
354
355 So far I have enjoyed my position with ODOT.
356 Supervisors and managers needs more leadership training. They are supervisors and managers but are 

woefully leacking in true leadership skills. There is way too much sucking up by employees and way too 
much favoritism by supervisors/managers in this department!

357 For engineering professional disciplines, the re-organization of 2003-2004 did no sufficiently recognize 
the need for some disciplines to operate centralized (such as Bridge and Geotech). The push to 
decentralize out to out to regions has generated some gaps in knowledge and skills that centralization 
provides. 

358 Babysitting consultants, OBDP, and BDV add considerable to DUR workload. 
359 Employees are asked to do work that they don’t have authority or knowledge to complete, then don’t back 

the employer with resources, and tools needed to complete the work.
360 Peduce the requirements for professional engineers. The requirement for a PE in most positions, is not 

needed. 
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361 ODOT needs to continue to work together with its subunits to continue the exchange of ideas and 

resources. ODOT is currently poor at this but seems to be getting better. ODOT needs to look at other 
states for ideas/information exchange. We need to have an "open border" policy, (out of state travel 
should not be a sin). 

362 Why do contractors use private labs to test their samples? They could save money by using ODOT's 
central lab, our test costs are lower.

363 I came back to ODOT, because of the opportunities provided, and the professionalism of the agency. I 
have no regretted coming back for one moment. 

364 Found it difficult to rate certain items/questions that focus on general ODOT work units. Suggest more 
questions that are specific to individual work unit.

365
366
367
368 More respect for positions at all levels.
369 Use of outsourcing/consultants has gone over the top!!!
370
371 None of these type of things ever seem to make a difference!
372 Push for more jobs. There is an increase in work needed. Contracting can take  care of some of that. But 

we also need knowledgeable people inside the ODOT.
373 Fiscal Biennial Budget calendar should extend from June 30th to October 30th to maximize use of funds 

within typical seasonal construction cycles. 
374
375
376
377
378 I am a supervisor (unofficial) and also a licensed surveyor and have a bottom run pay scale (ES2) with no 

promotion on the horizon.
379 Our work environment can be harsh, we need more 4 wheel drive rigs. Thanks for the opportunity to 

share thoughs with ODOT.
380 Overall training is good… Basical and fundamental training for "job specfic" tasks need work.
381 I feeI some managers within our region do not administer in an even hander way. My manager being 

excluded. Project development does not listen to const. but rather crams unacceptable projects down the 
line to const. to fix. It's getting better with more experience but budget and delivery date still outweigh 
quality.

382 I have had opportunities to go other places to work for more salary, but have chosen to stay at ODOT 
because of the time felixibility that allows me to balance work and have life. This is the primary reason I 
have stayed at ODOT. Had I not had a young family, I would have probably left. 

383 Managers are not always practicing what they preach in terms of diversity, opportunities to advance, 
favoritism to certain employees, overtime opportunities, etc. This I believe is because many managers 
don’t have a clue how to manage people or situations, and they are put in management positions by their 
friends. Managers should be help more accountable for their actions.

384
385
386 This organization has a way of making the construction group feel that we just don’t matter too much. 

Project managers were going to be "promoted to 'E' levels very soon" I was told, when I promoted to proj. 
manager back in 1998. (It was shot down for the third time at the beginning of the year). At the same time 
all other technical managers have moved up. Planners have moved up, even R/N managers are no "E"s. 
Designers are paid at a higher level than construction designers. the construction designer fixes the 
designer's mistakes. 

387 Stop transferring managers when they don’t work well within a unit, terminate them. Most of management 
are excellent it's just a few that destroys all of their images. They work hard. 
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388 There is too much division between service groups. Some questions I had to answer "neither agree nor 

disagree" because I've worked in two different service groups and its like working for two different 
organizations. For example, training and development is far better in customer service group than 
processing service group, but processing is better with moral, and supporting employees and family 
concerns.

389 Bring back DMV program that tracks docs in HQs. Take credit cards. Reorder driving record (if have mr) 
rather than competeing record interest form.

390
391
392 It would be nice if DMV was treated equal. We're tired of being ODOT's step children. As usual the survey 

for the most part doesn’t apply to the DMV.
393 Would be good if management had more respet for employees. Specifics- if we have a 

complaint/problem, the employee would feel more valued if they were not assumed to be guilty until they 
prove their innocence. Get facts before you assume your employee has done something wrong. 

394 Why is the survey 'timed'? Seems like you would want employees to be relaxed and comfortable while 
doing a survey of any type. Leadership and quality section: questions shuld be separated from 
"managers" and "supervisors." Two different answers are possible.

395
396 The PERS scandle was a joke, the following year sitowed +35% returns and wasn't put in the Oregonian 

with a 15 year projection . . . Just a ploy to screw the Oregon employee's out of their contracted positions. 

397 I have worked in state (Oregon) gov. for 26 years and ODOT is by far the best agency I have ever worked 
for.

398
399 I feel that Das (Oregon Department of Administrative Services) is a big hindrance to ODOT doing its 

tasks and mission well and efficiently. ODOT shuld make a big push to state government to get out from 
under Das. One example out of many is the control of vehicles that we use. 

400 I have felt at most times, with few exceptions, that I have too much work to do well, or as well as I could 
and that is frustrating. I have also felt that managers are quick to blame and slow to recognize employee 
accomplishments. In comparison to people doin the same kind of work for private firms, my pay is low. I 
like my co-workers and have a high degree of respect for their knowledge and willingness to do good 
work. 

401 General opportunities for professional development are good. Not sure about opportunities for 
professional advancement.

402
403 Compensation for our field of expertise (environmental regulation) has remained static while the work 

load and risk has increased exponentially. Timeliness and lack of support for environmental regulation 
compliance has significantly increased the stress of our work. We need an "out-reach" budget and 
program. 

404 Additional skiled admin staff would help specialist staff do their jobs better. At present, many admin folks 
are either unwilling to complete special tasks or are deiscouraged to do so by supervisors. Very low pay 
could also be a factor. 

405
406
407
408
409 Management needs to "practice what it preaches." Safety number one value, then it should be treated as 

such. Poor performing employees need to be removed after progressive discipline. Managers need to be 
held accountable just as employees. Ex. Discipline, time off, etc. 

410 It is difficult to take a survey, when you are from a division that sits in a region and your peers are 
scattered as well as your supervisor and be able to respond accurately.

411 Pay levels need to be reviewed, equivalent to private sector pay, for similar jobs. 
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412 Negative response largely due to extreme displeasure with current team lead and manager. 

Unfortunately, that reflects on the organization as a whole, although I try not to let it. 
413 The discipline process we use is abusive. It discourages human interaction and problem solving. It, the 

process, destroys trust, and makes good communication less likely. 
414 We've taken a voluntary 2 year pay freeze and yet every union bargaining seems to always be about 

reducing our benefits. The State continues to attack our retirement programs. They've taken a good 
retirement system and destroyed it.

415
416 Some employees seem to have protective bubbles around them and their blatant and documentable 

transgressions don't seem to be corrected, while hardworking employees who work at maintaining good 
attitudes, attendance and adherence to policies and procedures get called on the carpet for hearsay. The 
level of trust in confidentiality and mangers' abilities to coach, correct, arbitrate and lead is not as high as 
you might think. Models are in place but seldom used.

417 Minorities are treated terribly at ODOT. Affirmative action is not practiced at ODOT.
418
419
420
421
422 There must be a close relationship between written policies, procedures, goals/objectives etc. and what 

each person in the agency does from top to bottom. You cannot operate as a top down hierarchy and at 
the same time expect staff people to take responsibility and risks as independent agents of change. 
Managers need to be held accountable for unprofessional conduct and incompetence. 

423 ODOT continues to be a place where blacks (African Americans) seldom reach senior levels of 
management or leadership. I don't think ODOT's culture accommodates or supports the viewpoints and 
experiences that are common to black culture. Young black people considering careers here have few 
examples or indications of how to succeed. People working here don't see how the nuances of attitudes, 
communication style, and other differences work to their advantage. Blacks are asked to (or feel they are 
as asked) to make choices about their personal expression that whites aren't in order to reach the top. 

424 ODOT (from my perspective) is a good place to work. The current upper management is a refreshing 
change from the former. I have great hope for the Agency so long as they remain in place and don't take 
the agency through another traumatic change, just for the sake of change.

425
426 I know I cannot trust the State of Oregon as an employer to keep their word. Prime example is the PERS 

"reforms."
427
428
429 I find ODOT to be a great place to work. 
430
431 People should be allowed to get work email on personal blackberry for greater productivity. Retention of 

Records/email needs to be simplified for easier use.
432 We really do need to address substandard salaries and pension benefits. Those two items are the 

biggest reasons young graduates are turning away from public sector employment. Innovation and 
creativity should be broadly encouraged. If policies or rules get in the way of imaginative solutions, then 
those policies and rules should be changed. The world is changing--we must be flexible to respond to our 
changing experience. 

433
434
435
436 Haven't been here a month yet, so I hope the next time I take this survey I will be more helpful. 
437
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438 Would like to see management treat employees more fairly on a day to day work. Instead of giving certain 

people more or less free rein on what they want to do!!
439
440
441 My experience for 20 years in private consulting has heightened my awareness of efficiency, productivity, 

and waste. This organization, while probably no different than other governmental (public) organizations, 
is highly inefficient and adverse to improvements related to product quality improvement and savings of 
public monies. 

442 ODOT is way behind in technical knowledge compared to other DOTs. ODOT should encourage 
designers to get PEs. Persons with master's degrees should be paid higher. ODOT should improve on 
vacation time. ODOT should provide higher life insurance.

443
444 The new employee orientation is almost non-existent. A trained and knowledgeable HR person should 

provide a one-on-one training with all new employees and should be locally available for question. 
Misinformation and/or lack of knowledge about policies and benefits are common. Development plans 
should be more structured and training or assistance should be provided. 

445
446 I feel ODOT is an extremely politically correct organization. To that end I see ODOT bending over 

backwards to accommodate employees who have personal matters to attend to. This can cause extra 
work for employees who are more devoted to their employer. 

447 ODOT is an exceptional employer. However, safety is a concern. ODOT spends too much time/money on 
its employees/policies, when the danger is the traveling public driving too fast/not paying attention. Every 
time I feel endangered out in the field was due to the traveling public/commerce. Also, need to quit buying 
gas pickups and Volvo trucks!

448 Retired June '03. Returned August '06--totally different culture. Reporting to office in La Grande not Bend. 
Now it is more difficult to share ideas and work issues with other geologists in the state. 

449
450
451 Under division and region, the "areas" are not represented? Only districts. Lumping the surveys together 

will lead to very different results because maintenance and construction do such different work and have 
different conditions. 

452 I do appreciate having a job, so I am reluctant to complain too much. 
453
454
455 Give managers ability to set employee count to enable having staff available to meet needs. 
456
457
458 Often friends are put on interview panels and people are promoted by who they know, not what they 

actually know. 
459 Allowing more employees to attend workshops and conferences and training that involves travel is 

important. Restrictions on only sending one (or maybe 2) is not as beneficial to the department. There is 
also too many demands placed on us and not enough staff resources. More and more information is 
being requested and we need to join the modern world in being able to respond to these needs. Moving 
forward is HARD in this organization!

460
461
462
463
464
465
466
467
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468 small offices with DMV should never run with under 2 full time employees. Mainly because of safety 

reasons
469 every field office should be required to employ two full time people. Due to workload, safety, money 

issues etc..
470
471
472 ODOT is a very supportive organization with lots of tools available to support the employee. The positive 

employment of all those tools needs to be encouraged and utilized.
473
474 just need to get compensation (pay) where it needs to be.
475 #75. my supervisor has so much to do, besides supervising office staff, that she rarely has the 

opportunity to observe her staff members at work. This allows staff to create situations of conflict or 
discrimination/harassment that the manager never observes.  I would like to see the managers work load 
be more reasonable so she can observe & intervene in situations that are potential time bombs.

476
477 the public hates government + its employees and I feel ODOT has same opinion. We are numbers & are 

viewed as expendable. It is time they start respecting their employees in turn the employees will respect 
them.

478 it is hard to determine the difference between supervisor and manager. My immediate supervisor is very 
good, those above him in this region, not so good.

479
480 I feel very fortunate to be working for ODOT. I feel I have been given many opportunities for promoting 

and successful have
481 crew safety meetings are not correctly being held one regular basis. 
482
483
484
485 Level of pay and lack of experience are threatening this organization. We continue to have experienced 

people leave and hire very green people.
486
487 Salary scales in ODOT (Region 1) are not competitive with other public agencies in region. 

Recruitment/retention a continuing problem. ODOT policies of "out-sourcing" so much work leads to 
private-sector consulting firms "cherry-picking" ODOT employees with more attractive salaries.

488 Please acknowledge that not all of ODOT needs the same focus on safety. Safety is a big deal for field 
staff who work on roads - so meetings, safety checks, etc. are important. But what's the safety risk for 
office staff? Not much, so why are we mandated to attend meetings, have monthly discussions, etc. 
assuming safety is a "one-size-fits-all" issue is wrong and wastes time/money.

489 Allow more opportunities for employees to work from home (e.g.. Once/week minimum)
490
491 Get rid of bad employees!!!! Managers need to be more assertive with employees.
492 This agency is retaining a lot of people who should be asked to leave and losing a lot of really great 

people as a result. Make sure younger employees are aware of future opportunities.
493
494
495 The red tape and rules provide particular barriers to ODOT in accomplishing good work in a timely 

manner. Better communication within divisions in the region, between regions and Salem is needed and 
necessary.

496
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497 Reduce Planning Manager workload. Avoid hiring upper managers with no direct experience in work 

subject area (who only have generic or "political" skills). More funding for direct, stable admin support for 
each unit - rather than a pool and temporary/developmental staff. Upper management needs to keep 
frontline staff in the loop when they are out making "political" negotiations.

498 The organizational structure is very flat and managers are making less than employees they supervise. 
This makes it very difficult to attract and retain managers into key positions. I think sometimes as an 
organization we make political decisions without thinking thing through very well. The design-build 
program as an example as well as our use of consultants. The way our systems are set up, there are 
critical problems, that as employees we are powerless to fix, due to the political nature of the situation. 
Management seems to be blind to these issues and not always open to improvements or changes.

499 State government is too concerned with out-sourcing or contracting out all sources of work from DOT to 
DAS. When done in house, it is cheaper, done with more flexibility and much less liability. As a state 
employee I take much more pride in accomplishing the mission and completing a product/project than a 
contractor who bids, completes, and moves on. Our governor has lost sight or never had it in the first 
place, regarding protection of our state employee resources.

500 Overall, I enjoy working at ODOT and see lots of room for promotion and decent benefits.
501
502
503
504 None other than needing more pay for the amount of work that we do and because of inflation, cost-of-

living going up with pay staying the same.
505 Management needs to act sooner when there is a problem with the work or a problem prevents the work 

from getting done.
506
507 When we do pilot programs or special meetings to help improve a process or special training or events 

that represent our department, don't always send the "same old seasoned employees" maybe a newer 
one - give others a chance.

508 In general DMV is a very caring environment. Employees and supervisors work well together. The high 
level management though is disconnected from the work and the staff.

509 Regardless of benefits package, I have enjoyed working at DMV the past 20.5 years and plan to stay until 
retirement at 30 years.

510 I like my job very much.
511
512 Separate us from ODOT - we are always an afterthought or no thought at all.
513
514 Too many meetings. Too much rework to get it perfect. Top level managers are allowed to be mean and 

nasty. Am limited in the decisions I’m allowed to make to manage my own area. Micro-management.

515
516 Quit giving the section managers and managers all the glory for a job were done, when it was actually 

your technical assistant's idea - or your employees. DMV has more do's and don'ts than ODOT, 
something needs to change here to be in alignment with ODOT. Employees not treated fairly.

517 DMV is a great place to work. Employee retention would go up with more opportunities for advancement.

518
519
520 DMV needs a management sweep out.
521
522
523
524
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525 When did the goal of ODOT change from serving the public and doing the best job possible with the 

resources available to the current goal of economic development of private engineering firms?
526 I can just say I've very much enjoyed my working for ODOT and the people I work with.
527
528 Better control on where and what people actually do. I'm pretty disgusted with how much people do get 

away with such as "disappearing" and showing up only in time to say goodbye. Or people getting 15 
"lives" when in a different company they would have been fired.

529
530
531
532 Sometimes I can't help but wonder if the head of the Construction Section is paid by the asphalt 

industry…I’m sure he isn't on the take, but he seems to side with industry preferences at the expense of 
pavement innovation.

533 After I came to this building I became very sick and even ran out of sick leave. There are many people 
who complain about being sick and that it is the building. Could the filters be changed more often? The 
reason my responses weren't more positive is because this building has very friendly people in it. There 
are other buildings in which there is leadership lacking and very unfriendly people. The Barlow Bldg and 
downtown Portland are the best so far. The worst is Beaverton and Eastern Oregon. There is a huge 
ODOT rift between Portland-Salem and Eastern Oregon.

534
535 Please remove "under capacity" managers and replace by experience ones. Provide a "hotline" so 

employees could have comments without feeling "abandoned."
536 My immediate supervisor is excellent. Managers of technical/engineering employees should have a solid 

technical background. Project leaders should have a solid technical/transportation background.

537 In the last few years, project teams have gotten so big. It is no longer surprising to have forty people 
attend project meetings. This is extremely unproductive, it has become a "side show" where nothing gets 
done and most everything is to be studied and tackled in the next meeting. As an organization, we do 
more "talking" and "meeting" than DOING our job!

538
539
540 My current manager is wonderful. His immediate predecessor was truly horrible, and I cannot understand 

why he is still at ODOT. Region 1 is still reeling from a recent group of managers who were interested in 
personal power and ambition, and who attempted to destroy anyone they thought might be in their way. it 
is changing; at least one new upper-level manager fits the above description , but a couple were 
removed. The damage they did remains with us. 

541
542 upper management needs to show support to the internal effort for project delivery --our top leaders need 

to get more often opinions from their technical folks before they make political promises, some times 
costly to the Oregon tax-payer. 

543 1. Pay scales need to be adjusted to be closer to market rates! 2. Hiring back employees for 1000/hr after 
retirement must stop. Managers and retiring employees count on it and it has turned into a form of 
favoritism and both retirees and managers are not planning accordingly. This hinders hiring "new blood." 
3. Hire new employees and allow new engineers to work on a 6 month rotation similar to ADOT's system. 
4. Hire engineers for engineer positions! (and GIS major for GIS positions, etc.). Managers hiring friends 
(it is easy just tailor the position description) w/o the technical expertise might be acceptable in a limited 
job focus but doesn't work on a broader sense. E.G. How is the economist in a TE2 position really going 
to understand all the crucial details when dealing with a city. Local governments hate dealing with ODOT!

544 The transportation building is sad looking and deteriorated. It makes employees feel depressed and 
undervalued. We and Oregon people deserve better. Our supervisor is about to retire and has a poor 
attitude. Doesn't put for much effort.
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545
546
547 People in ODOT have been damaged by redeployment. It has seriously hurt morale. Nobody has said 

much about whether it was successful or not. This survey would tend to make people assume it failed. 
Gov. Kulongoski has seriously damaged us with wage freezes and PERS "reform." Lots of experienced 
people have been retired because of it and lots of new employees have been turned away because the 
wage freeze gave no incentive to new workers who wanted to move up through the ranks. There aren't 
enough people to do the work. People need to be reallocated, but management is nervous to ask for the 
people because they know the last one went so badly. The situation isn't going to heal itself. It needs to 
be repaired. Consultants are doing a poor job and they are more expensive. The problems that they are 
causing will take years to find out about. They aren't helping. A realistic salary survey needs to be done to 
improve pay structure. The "hay" points system seems to be another failure. YOUR WELCOME!

548
549 1. Warner messed up ODOT's org. structure. Only time will heal what he did. 2. The top managers are 

now politicians not engineers and their decisions have been poor and only based on the whim of local 
politicians. We need licensed engineering managers are the top. 

550
551
552
553 Help employees to do work in a field they may be interested in. Not being held back. When employees 

ask to take classes to get into a different field of expertise within ODOT this needs to be taken seriously. 
Especially when it is initially offered.

554
555 ODOT Management, You have a long way to go in getting this Agency back on its feet following the 

devastation resulting from the "Reorganization." Start with economic recovery for the loyal employees 
who have been gutting it out for you for the past four years. Bring us into the 21st century with up-to-date 
technology so we can increase productivity and remain competitive with the rest of the state, the 
Northwest, the US and even globally. Thank you!!

556 This organization made a big mistake in decentralizing and consulting out so much work. Years down the 
line it will be apparent to the public that they are not getting good quality return on the investment. 

557 When this test says that supervisor or managers do such and such, usually some do while others do not.

558 Some supervisors only provide "lip service" they tell you what you want to hear but then do nothing. 
559 It would be a good idea to have an overhaul at ODOT-this means allowing individuals do more than 

"tasks" in their job. I think many would like to see the big picture of how their "tasks" fit into the process! I 
could go on forever, but I continually feel I'm being held back by the bureaucracy and lack of desire for 
forward movement. My head is tired from hitting the brick wall.

560 It seems that mangers do not get called to the carpet when they obviously break rules, while employees 
do, and some get burned for what their manager does. There should be more accountability the further 
up you are, not less. 

561
562 Most safety questions weren't applicable. We don't have monthly crew safety meetings, etc. We work in 

offices, almost never in the field.
563
564
565 Concentrate on our core product--transportation. Not on feel good fluff like sustainability and politically 

correct hiring practices. The public wants new roads and the pot holes filled in. They don't want bike 
paths, wetlands mitigations? Or MAX trains. Listen to the public--not politicians and environmentalists. 

566
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567 Did anyone notice that 5 upper level managers were shuffled around after being accused of sexual 

harassment and three left ODOT and are contracted doing the same job they had in ODOT. The 
Director's Office didn't see this as a conflict of interest?? We lost several in our department and if  you 
read the managers' emails you would see all three were set up for failure! Emails are available by public 
records request! Can't change history - it's public record, yet all three managers are still employed!

568 Promotions are limited making it difficult to advance within the organization.
569 Managers need to be reminded and continually encouraged to recognize highly productive employees 

and reward appropriately. Oftentimes employees are not recognized when they've gone above and 
beyond on a project or assignment. More recognition awards should be given; consider reinstating the 
Excellence Awards again.

570
571
572
573 Problems have not been addressed.
574 Our unit has had 3 managers in 9 months. Job satisfaction is low, but getting better.
575
576
577 As a long-term ODOT employee, I am dismayed at how little ODOT tries to keep good employees. Of 

course, the legislature has done little to help in terms of providing $ to the agency. I am personally 
frustrated by the lack of opportunities to cross-train and learn new skills.

578
579
580 Driving force award, etc. are available but their use is dependent upon individual managers' application of 

them. Entire section "rewards and recognition" - hard to respond generically, not all managers use the 
systems available. Innovation section - again, questions too generic to apply to all supervisors, managers, 
employees. Employee Involvement section - I don't know how to answer this for all employees, sections, 
etc. This survey seemed focused on highway operations/maintenance and not very generic to other parts 
of the organization.

581
582 After 22 years, and the last 2 on rotational performing work well above my position classification, there is 

no recognition or opportunity for advancement or promotion - even with positive performance. Outside 
consultant recognizes my skills and has offered to compensate me for those skills where ODOT will not. I 
am considering leaving ODOT after 22 years for that reason.

583 Hold upper management accountable for their personal results - not just what their staff accomplishes - 
too many are deadwood or riding on others' backs.

584
585
586 My job managing consultants is very frustrating. I manage people who make twice (or more) times as 

much $ as I do yet the quality of their work is sub-par. I am told I must "mentor" them yet when I offer 
suggestions to my manager about what the consultant should do different, I am shot down. Final: 
Someone should fire Bruce Warner from his job at PDC for how he screwed ODOT.

587 ODOT management does not do a good job listening to the people doing the work when making 
decisions that will inevitably affect them. This needs to change.

588
589
590 ODOT has a culture of treating those with the word "admin" in their title as low-class. Many of us are 

highly skilled professionals whose job class just happens to say admin.
591
592 Didn't answer question #98. Today I'm not ready to ODOT but the pay issue may force me to change my 

mind.
593
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594
595 Most consulting firms (and I work with several) do not do good work. Errors and omissions are costing 

ODOT $Millions. This is a serious morale buster - when we see consultants get pay way above agency 
employees and consultants turn in sub-par work, sometimes late, and of poor quality.

596 We need to provide food and drinks for our employees that have to work emergencies like Highway 
Maintenance Employees that are called on sometimes to work long hours past their normal shift and don't 
have money or can't leave their posts to get supplies.

597
598
599 For several years promotions have been based on a "who you know" basis.  We are lacking 

knowledgeable and experienced leaders.  Because of this, a small handful of people are making the 
workplace and productivity very difficult.  I do the best job I can for my state in spite of internal obstacles

600
601 Our primary function is to design, construct, and maintain transportation systems.  We are rapidly losing 

experienced people - mainly because of low salaries.
602 I love my job, I wish others around me did also
603
604 Recruitment efforts need to focus on training and ownership of projects, managers need to deal with 

problem employees on an individual basis, rather than punishing the whole crew
605 We are not appreciated for good performance
606 Recognize internal as much as external experiences. Rules now reward outside candidates and penalize 

current employees with regards to pay offers.  Compensate mgrs for the OT they put in.  Work to develop 
a secession plan to develop, grow and place employees in leadership positions and to maintain 
institutional knowledge of history.

607
608
609
610
611 I would like to see uniformity in the state I here a lot of complaints that, these crews do this and those 

crews do that but our supervisors wont' let us, Why?
612
613 I think that supervisors performance appraisals should be partially based on input from his/her crew
614
615 This is a waste of time as good or positive suggestions will rarely be implemented or utilized down to my 

level
616 I feel employee suggestions program is under  and not transparent enough i.e. a suggestions is put in 

little feed back given no compensation yet idea used later
617 The union (SETU) creates a lot of dissention among ODOT workers.  If we were better represented 

(allowed to break from union) I think working conditions and morale could be improved.
618 We are losing a lot of good qualified people here at ODOT.  We have trouble hiring because of the low 

pay scale too.
619 ODOT has set forth a system of "policy and procedures" in which govern the actions of ODOT manager, 

supervisor, and employees - what it neglects to do is have in place a review or measurement or standard 
of accountability (as means of finding out if they so practice what they themselves decree) there is no 
accountability in ODOTs policies in my opinion and experiences as a female worker.
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620 The regional offices presently seem to be influx regarding several issues related to efficiencies the 

leading project delivery.  We appear to have some difficulties in scoping projects that find their way into 
our stop.  Perhaps, such dedicated staff to the scoping and that way help as well as making the scoping 
effort a critical process (rather than one which is conducted over a period of a few weeks each year).  A 
few years ago ODOT decentralized and during that process several personnel in Salem were removed 
from project related work and re-allocated positions of "oversight" and "evaluation" that removal of people 
from project work could be re-evaluated.

621 Always need more $, PERS was raped and pillaged and my future was put in jeopardy and still is.  Their 
people should have kept was  theirs.  Just how legal is it for anybody to say how much one can darn from 
any investment they may choose to involve themselves with.  Does anybody put a cap on how much 
private investor can earn?  8% was a baseline not a cap.  This really pissed me off.  Should have had 
choice to stay in PERs or IAP.  Right now system sucks many good people got ripped off.  Many more will
get ripped off.

622 I think communication is terrible.  Email is way overused.  I feel that I have to sacrifice my time to read 
useless email when I could be putting the time to my work products.  I feel that the quality is severely 
hampered because of this time loss.  But at the same time I feel that communication to Region and Field 
offices is very restricted.  There are way too many unconfirmed rumors.  I just feel like we are out in the 
dark on the direction the best of ODOT is taking.

623 Supply ODOT employees with a commitment that ODOT staff will remain stable and not be affected by 
private consultants, need for work and reduction in funding.  Increase state funding for ODOT, Oregon 
has 1/3 and per capita funding as does California or Washington

624 1) ODOT needs to publish it's own set of standards as related to operations and make them specific to 
organizations.  Too often DAS and ODOT policy or procedures don't support each other or are not clearly 
communicated. 2) Also union represented employees are given too much power when it comes to 
personnel problems.  The main feeling that's passed down is do whatever is necessary to appease an 
employee threatening to file a grievance.  3) My performance is hindered by always having to check 
numerous sources to be sure I'm not violating a policy or procedure some where.  There should be one 
sources to refer to rather than many (i.e. ODOT, BALI, DAS, AEE, SEIU, etc) 4) Communication across 
between organizations and other ODOT groups is horrible.  Many times people are acting in ways that 
have a direct affect on our own work, but we have no idea it's happening.

625 As an inspector I am expected to know everything that is going on.  I am expected to work whenever, with 
no questions or input.  Just go do it.  I am not allowed to provide input on decisions affect my ability to 
provide the best product as in the most efficient way.  I need a scarce of personal ownership in what I do 
and to feel like I am important part of the ODOT vision.  There is no sense of family in this organization.  
There are too many individuals.

626 Removing people from the work place that are gone all the time, late all the time, and that don't do their 
work would definitely increase morale and productivity.  It is extremely hard to try your best at your job 
when you know that it will only mean that you will have to do the other persons job because they didn't 
finish.

627 Out of pocket expenses for medical issues seem to be increasing even with higher insurance costs.  Find 
other means to provide health overages.

628
629
630 My experience working at ODOT has been a good experience.  I have been fortunate to have all good 

supervisors.  I have too much interest invested in ODOT to leave, but would like to see compensation 
and benefits improve.  The legislature has eroded our retirement benefits and health insurance keeps 
risin.  That retirement is not an option - particularly early retirement.
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631 First comment is that almost every multiple choice question is impossible to answer just one answer, they 

are all variable depending on perspective, so please see attached sheet.  General Comment: in my 22 
years with ODOT communication and morale are as bad as I have ever experienced.  No direction seems 
apparent, I attribute this to past leadership at the top who left but put in motion our current non-direction

632
633
634
635 Reimburse good employees who strive to do a good job at their jobs in the public eye.
636
637
638
639 My current manager is a good manager but cannot make up for the rest of the managers who are more 

concerned about projects than people. A manager cannot be as effective with their employees if they are 
not on a level playing field. My manager is a woman and is not treated with the same level of support and 
respect as fellow male managers. Employee morale is extremely low, rewards are not given equally and 
fairly. there are too many favorites. Our HR person is more on the side of managers than employees.

640
641
642
643
644
645
646
647
648
649
650 I often feel like we are running from one thing to another and unable to do our best job in many tasks.
651
652 Lack of initiative allowed to professional planners is insulting to their intelligence. Most successful planner 

on team does skeletal work, minimum content and lets peer reviewers fill in the gaps. When more 
thorough work is reviewed, too much power is given to any one critical voice.

653
654
655
656 Trying to retire July 1. Leaving because of family and health concerns and not because of any problems 

on the job.
657 Administrative personnel often have duties added to their workload without recognition or salary increase -

because these items fall through the cracks and are often expected - "duties as assigned" is often used 
to support added duties unfairly.

658 Innovation is hampered by turf and silos. We could be much more innovative and efficient than we are.

659
660
661 I have worked here for 2 years and still have not been awarded any ODOT apparel. I would like to proudly 

wear items, but I can not buy it. It is like they are ashamed of employees to wear ODOT clothes. :(

662 ODOT is a great place to work. But it has room for improvement.
663
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664 Department still has a lot of favoritism in many groups. Employees are not treated equally and many 

managers have their favorites which get the overtime, travel, and more recognition. Hard to stay when not 
appreciated--just "tolerated!"

665
666 Find ways to increase the number of career paths. We have too few high level technical positions so 

people leave ODOT in search of those positions. As a result, we train them and then send them off to 
another firm. 

667
668 Comments about survey: I have both a supervisor and team leaders. It was difficult to answer some 

questions that referred to both since my scoring would be different for my supervisor than it would be for 
my team leaders.

669
670 I've had an excellent experience w/ ODOT--3 different units. One not good, but able to lateral out of.
671
672
673
674
675 I love this job.
676 Bring retirement package back to where it was a couple of years ago. 
677
678 To continue to hire "the best of the worst" will drive this agency into the ground. A failed recruitment is a 

failed recruitment. The money isn't enough, the mentoring does not exist, the work load is bizarre. And 
the egos! A long time ago working for ODOT was good and the employees were proud of the work they 
did. Not anymore. There's nothing you can do to get that back.

679 Bring our pay up to that of private sector jobs. 
680 Better communication between front line management and upper management. It seems that every one 

is so loaded with work that they don't have time to talk to each other as much as they need to.
681
682 The public needs more information and rules and fines for bad driving in our work zones.
683
684 Higher pay
685 I like my job.
686 There is on level in management too many PSG Section Manager Level. Manager for PSG is not 

responsive to service group needs. Sets own personal agenda to look good not necessarily what's best 
for the service group.

687
688 ODOT is a great organization to work for. We are pushing a little heard in project delivery based on 

available resources.
689
690
691 I have two immediate supervisors. One does a good job, one does a poor to fair job.
692
693 I believe sometimes employees are not given enough information to address certain issues that come up. 

Such as changes in procedures and changes in policies.
694
695
696
697
698
699
700 Q #96--Work loads should be balanced more fairly of people who do not pull their weight do not get the 

same compensation. 
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701
702 1. Partnering with other units in ODOT is encouraged but not genuine. Parties are polite but not honest or 

sincere. 2. Pay is too low for some classifications--need $ incentive to stay once you reach the top of your 
pay scale. 3. Applicants are dishonest on their applications--favors are paid to "favorite" employees. 4. 
Serious opportunities for improvements or cost savings are ignored by highest executive levels. 5. ODOT 
does not market services or accomplishments to the public. Our reputation as "state worker" is very 
negative. The public does not trust state workers and ODOT is not addressing the actual facts to 
publicize our successes. Only failures are mentioned in the local media. 6. The highest exec. levels do 
not include the "line worker" levels in making changes in processes and procedures that will affect their 
work day. This creates a "them and us" attitude which reduces morale at the lower levels.  

703 I feel privileged to be able to work fore ODOT--for what I do, I am treated well.
704 Too many questions about safety.
705 You have 'cooked' you own goose and you live with the consequences.
706 Change is very difficult to accomplish, senior management, down to staff, know they can out last any 

change effort. We need new vision, new people who will stay around and live with the changes they 
make.

707
708 Contact me at 541-261-9339. 
709 Need to hold individuals accountable for being tardy almost every day.
710 ODOT is too computer dependent. ODOT is bad on timely training for new programs--usually less than a 

week before implementation.
711
712 I hope something positive becomes of this survey. I guess I'll wait and see!
713 I love working for ODOT, but management has ruined it for me (Salem).
714
715
716
717 Survey could be done online without treating employees like children and taking them away from work.  

Cost of survey increased due to employees require to complete - loss of productivity
718
719
720 Overall I enjoy working for ODOT.  The pay is fair and the benefits are great.  I would like to see more on 

the the job training as things seem to be given to once once..then you are on your own.  When you ask 
quiestions as to "policy" you get 10 different answers. Policy should be just that ...not a guessing game

721
722
723 I'm tired of hitting my head on the glass ceiling
724
725
726
727
728
729 I am 3 months new to ODOT
730
731
732 DMV Field very high stress job - low pay - poor management.  Supervisors don't listen to employee 

complaints about managers .  Region supervisors over worked - stretched so thing they cannot do their 
job properly

733 Clear and consistent rules / reg for every field office in every region
734
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735
736
737 It seems the higher the manager they more they love to hear us talk.
738 If, during contract negotiations, medical benefits are being discussed, instead of leaning toward everyone 

having to pay for or a portion of their own medical, I believe the employee and/or the employee's spouse 
should be covered and kids are where people should be paying for their medical. Not fair to the single 
employee to lose their medical benefits because the state can't afford to pay for the employee with 
several kids.

739
740 Communication is lacking overall.
741
742 Use of consultants is killing the organization. Stop that practice ASAP.
743
744
745 Mid and upper management need to get focused on safety as being on par with Lane Miles.
746
747
748
749
750
751 Overall, great employer. 1. I continue to feel safety is an issue in the field with armed intruders. More and 

more school shootings and similar things. With the customers we make angry, I don't see it being unlikely 
to have it happen here. Security guard or Plexiglas between us and customers would be a very nice idea. 
2. Although salary is pretty good here, as minimum wage continues to increase as well as inflation, cost 
of living increases need to continue as well.

752
753
754
755 some managers need to recognize when individuals' organization skills (lack thereof) contribute to 

appearance they have too much to do. Difficult to walk around people who seem to not have enough to 
do and their managers fail to recognize they are disruptive/time-wasting and same individual's got Driving 
Force Award for customer service! difficult when some managers do not care/not interested in aspect of 
position responsibilities - sends message job not important to them

756 I feel ODOT is not putting their "money where their mouth is." Platitudes go only so far for people who 
consistently work overtime year after year in an effort to maintain a high quality of work and work product.

757 I am in management service. I rated the supervision questions at my peers and upper level managers. 
There isn't consistency in managing performance by management. Some hold employees accountable 
while others look the other way. Management knows this, but fails to hold subordinate managers to the 
same equal standards, policies.

758
759
760
761
762 Giving a step increase in February 2007 to those not at step 6 during the freeze was discriminatory. It 

penalized those who were at step 6 at the time of the freeze. Step 5 and below got increases while step 6 
folks didn't, even if they were promoted to a lower step.

763 ODOT overall is a good organization to work for. There are ample opportunities to move around and 
learn different jobs. With the reorganization and taking hits to PERS and the boom with consultants, 
ODOT pay is no longer equitable. We cannot recruit or retain professional engineers
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764 ODOT has lost valuable experienced employees due to low pay. This in addition to the inappropriate 

constant interfering of politicians has crippled ODOT's ability to perform as a highway department should.

765 the department's unbalanced sell-out to privatize through consultants and the trucking industry are 
shameful and the driving factor in ODOT's drop in quality.

766
767
768
769
770 I am very fortunate to work in the segment of the organization that I do. My excellent work conditions are 

not the norm…I work for and with a group of bright, dedicated, talented, respectful people.
771
772 I am very thankful for my job and the benefits I receive. However, I wish PERS and our health insurance 

were better. It seems we get less and less the longer we are here.
773
774 Overall, ODOT has been good as an employer in my career - however, to continue moving up is not cost 

effective - pay does not compensate with cost of living expenses anymore - the only thing keeping me 
working with ODOT is the benefits - vacation, sick leave, etc.

775 ODOT has a knack for hiring some of the worst managers I've ever seen. ODOT has a management 
problem, a sick culture and a very low morale.

776
777
778
779 I enjoy my job with DMV very much (for headquarters) I also enjoy the program I work in.
780 I believe it's very difficult to assist and work with good employees and helping them with their need. When 

always reprimanding other union involvement and the follow up documentation that required by manager -
it's time consuming and take away from duties and the focus. If there should be a survey, like this, on 
state unions that would be great.

781
782
783
784
785
786 Management could use a little needed leverage to discipline employees who "use the system" to escape 

work duties and have poor attendance. Employees are not held accountable for poor attendance, there is 
no standard in place.

787 Had to use some "6" answers due to having not been here very long.
788
789 Hire more people to complete work at the same rate as the work load increases. Our work load is 

growing and we are doing the same job with less people than when I started. Our positions have been 
split up to other areas so we have few people covering the whole state.

790 To make effective change it will have to come from the top down. There are too many kingdoms when  
you try from the bottom. Review meaningless reports and stop having them generated.

791 R1-Flanders St. office is a very strange environment. People do not communicate about what they're 
working on. The office would benefit from monthly staff meetings where each unit manager provides a 5 
minute overview of projects they're working on (and or "hot topics"), positions available, etc.

792 Large Hispanic population-offer classes in Spanish to promote employee development and improve 
customer service.

793 I hope that by looking at this survey people will realize just how truly the employees feel about the 
organization and create steps to change. There are some really good people that work here, but there is 
no sense of accomplishment that you get after a job well done. 
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794 DMV has discipline in place for mistake--but not any atta boys for rewards, I would like to advance my 

career without having to go in to management. There is not opportunities in DMV.
795
796
797 I work for the state of Oregon and my salary is BELOW poverty level--how sad!\
798 I think that our pay needs to be increased, that we should be allowed to work overtime when needed 

without such hassle and that more employees are needed in our unit to provide the best service available.
Promotions should be done in a different way rather than having to apply for them. 

799
800 I needed to move back to this area due to family hardship. I took a part-time position. After 1 year here a 

full-time position came open. I was not selected. I was told 3 days before my interview that they were sure
I wouldn't get the job. I have 8 year service with DMV, however, it didn't count because it wasn't in field 
services.

801
802
803
804 Stop using excuses and politics for not paying salaries needed to compensate employees for the work 

they are doing.
805 All of ODOT still operates under the "Good Ol Boys" system. If you agree to this then you are one of them 

and the way you are treated is one of inclusion. If you see this as wrong, or not appropriate, then you pay 
for it. By this I mean you can be harassed daily so that you want to leave out of frustration. This will never 
change.

806
807
808
809 I would like to see vehicle and ID separate-some other place should verify someone's ID before they 

come into DMV. Make a search function strictly for field DMV use-then search function on our computer 
system is not helpful. Need search terms to be obvious.

810
811
812 I'm not happy about the wage freeze. Just because you're at step 7 or 8 you did not receive a step 

increase!
813 To look at the importance in workplace safety the role of secondhand smoke--be more proactive in 

correcting issues.
814 Managers need to be "in touch" with what their employees job entail. My manager is so hung up on the 

"numbers game" that he fails to see my value or contributions. He only follows procedures literally and 
has no clue what I do on my actual job.

815 Need to restructure exec team--HR and CIO and FSB (and maybe SSB) managers should be at the exec 
table in addition to Dept. Director. Major decisions affecting people, infrastructure, finances are not 
communicated to those area until after decisions are made--resulting in reactive rather than a proactive 
response to critical issues--for example, the highway restructure.

816 I feel pretty secure in my job and I do appreciate that my supervisor intervenes only when I ask for help. I 
am in a pseudo-supervisory role with no compensation, but also realize that the job had changed little 
prior to my hire. The emission of ODOT is huge, but feel that the lower positions are sometimes forgotten 
in the huge picture.

817 In the six months I have been with the agency I have found it to be a pleasant and supportive work 
environment, and that while I'm not crazy about my actual work, I do really like my coworkers--if anything 
keeps me here, it will be my team. 

818
819
820 I truly love working for ODOT!
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821 The jobs ODOT provides need to have higher wages initially to attract good candidates. Qualifications for 

positions need to be raised. Raising overall standards for employment will possibly attract a higher caliber 
of candidates for positions that are open. ODOT should become an agency where positions should be 
sought after by qualified candidates not considered as a last resort for employment.

822 this would be an awesome place to work if there was more communication between supervisors and 
workers. Also most of us feel like we walk around in a fishbowl all day - this is not a healthy environment 
when you see managers walking around chitchatting all day - you lose faith.

823
824
825
826 Do not support the amount of funding spent on survey. We have internal systems to collect this.
827
828 Manager compensation issues need to be looked at. When staff make more than you as a manager - 

that is not right. Management is also sometimes paying only one step higher than my staff. It doesn't 
make sense with the responsibility requested to do.

829
830
831
832
833 Why don't we use debit/credit cards?
834 More attention on major issues such as giving driving privileges and IDs to illegals. Oregon seems to be a 

magnet for Washington salvage vehicles and the rest of the country. Oregon should raise its standards 
and refuse to launder Washington salvage vehicles.

835 Very concerned with direction DMV is heading with regards to real ID act; do not feel that we are properly 
trained or were hired to act as immigration officers

836 Job performance needs to be used as a tool to promote/fire employees
837
838 Get rid of the "good old boy" system - women at ODOT are generally not valued. Need more 

opportunities for women. Age - recognize age and experience!
839 Very important to recognize a job well done. It's frustrating for the lower level employees to work their tails

off and not see any sort of benefit, sometimes not even a thank you then turn around and a manager is 
receiving an SMI. Will all this hard work really pay off?

840
841
842 My direct supervisor is a joke. He is a very nice person but a horrible supervisor. I get no direction, no 

information, no nothing from him. He is nice to me and treats me well, but it's almost like he's my co-
worker and not my supervisor. It's very frustrating to see that he gets positive feedback from his boss - 
but yet he does nothing but go out to lunch.

843
844 our very technical or professional staff and many supervisory/management positions cannot be 

compensated within our current classification system and within our current pay scales compared to what 
their true value is. We've been able to "hang onto" Tier 1 employees because they're too close to 
retirement to move on. But our younger, talented, hard-working staff will be "gobbled" up by others 
because they are worth more than they're given.

845 I opened this back up for another comment. Anyone that takes an hour to complete this should be fired.
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846 Thousands of dollars spent for developmental opportunities but we still have safety issues not resolved. 

Other regions have accomplished more. Training: not enough. Management really never considers or 
values our opinions. Managers don't include us n the loop - until after the fact. Workplace safety: Safety is 
#1. but we are still escorting after 5pm behind the counter (workspace) out the back door. Because of the 
cost to replace the door. If we replace the door - we were told by region manager that we could possibly 
lose our summer temp because of the expenses.

847 Constant daily stress is affecting employee physical and mental health.
848
849
850 Comment #1: Granted, our rules are set by the legislature, but many times situations call for the use of 

common sense. We are not allowed to use common sense. Even in small matters, such as if we should 
take out a late drive tester. Common sense and a sense of good customer service should prevail, but 
isn't allowed to. #2: Customer service is a big topic during training (in Salem), but there are more than 1 
employee who are rude, and inconsiderate to the public. I feel supervisors allow this and they shouldn't. 
It's no wonder DMV has a bad public reputation. 

851 Employee creativity and innovation is discouraged--systematically. Supervision is antagonistic and prone 
to react in disciplinary action rather than problem solving. Career development is non-existent except for 
select few-but is not limited by race/gender etc. This place grinds people down--and its not just this region 
it is the ODOT way. Every change instituted is top down. Employee concerns/suggestions are ignored.

852
853 Safety; when closing field offices at (night/spm). It would be nice to receive assistance from the state; not 

being told that replacing the front door will come out of the region budget; thus causing GPAS office to 
forfeit temp. help during the summer! We need all the help we can get! and if replacing front door with 
self locking door will help we should get it with no strings attached!

854
855 Director's office--very high level of professionalism. Wonderful group, though management needs to be 

more involved. Play the role given--
856 Rewards/recognition of employees in HR is lacking.
857
858
859 The way we do business currently has improved 100%. There is a sense of trust again. It starts at the top-

-and ODOT has a great leader, leading by example! I work with great people in a great place and my 
hope is that the rest of ODOT will experience the same.

860
861 The teamwork section was difficult to answer due to my own team unit (of 4-5) working poorly as a team, 

lacking support to each other. My larger team unit is very cooperative and positive, works together very 
well. So there were opposite responses for my environment compared to that of the larger group. 

862 Agency should pay memberships for work related groups. Agency should pay for education in work 
related areas only--if employee wants college education, let them pay for it. Too many employees are too 
quick to pass the buck and point fingers at others. Need a way to let employees advance to management 
without all the pains of position management issues: double-fill, rotation, etc. Why do the bad employees 
get promoted just to get rid of them? Union makes it too hard to fire lousy employees. That makes it 
harder for the good ones. The only employees that need the union are ether bad ones. Everybody else 
just pays dues for nothing.

863 Lots of surveys (not this formal) but the result seems to be "lip service" only. ODOT's management style 
is stodgy and there also remains on old-hay network feeling at upper management leads. The ODOT 
Director's email and employees may be heart-felt but come across as insincere. I do not believe that the 
best, most qualified candidates get the job and often leave as a result--but "dead wood" stays forever.
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864 I've always wanted to work for ODOT and my job is such that I'm constantly working at a very fast pace. 

However, ODOT has a reputation for employees who sit around doing nothing all day--I find myself 
embarrassed to tell people I work for ODOT because of the public perception. 

865 1. I am responsible for a new function in the agency but there seems to be very little support at the top for 
making the cultural change and the work process redesign that is necessary to integrate this function into 
the mainstream. 2. ODOT has two groups of employees--old timers who are part of the culture and may 
have been here decades, and relative newcomers, often with great experience, who aren't helped or 
mentored or socially included so that it's hard to get integrated so they often leave after just a few years.

866
867 Most of my comments in the first part of the survey were directed to the "region" and "HQ" not my specific 

"unit."
868
869
870
871
872
873
874 1. Analyzing our process-to identify areas that are no longer important but are still being done because 

"they have always been done that way." 2. Basing performance measures on real measures of 
performance rather than just numbers.

875 ODOT has no idea what good people it has around. No effort is made in finding gout what type of 
background I have and so my talents are being wasted. ODOT only wants people who don't rock the boat 
and so talents take a back seat.

876 If ODOT ever considers doing away with a position or a group--they should be upfront with the group or 
individual--and honest--tell them and discuss it with rather than letting rumors start and letting the people 
involved get stressed worried or find out what needed to be fixed after the fact.

877 Change the culture and make it more (Toyota Motors) quality teams, developmenting teams--to develop 
the person and organization on a continuing basis. 

878
879
880
881
882 More supervisor/manager support for rotational opportunities. Better step by step training guides. So 

many aspects of the job aren't written down. 
883
884
885 ODOT is a great place to work. 
886
887 I have been with ODOT-MCTD for 6+ years. Recommend that all unit managers greet and converse with 

other employees--even outside their own work units. At present, although some know they've been 
passing you in the hall for years eyes avert and even a simple hello is not spoken. This behavior is odd 
and does not foster good communication.

888 I appreciate how well my manager listens to concerns, suggestions, etc. and makes effort to take action. 
There should be more opportunity to have leadership roles.

889
890 As funds have been cut further and further, resulting in elimination of positions, the workload on 

remaining employees has increased to the point that efficiency and quality have suffered.
891 ODOT is a good place to work (I worked in private sector before, and they did not provide any training at 

all). Thanks to ODOT for training.
892
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893 When you have an employee who breaks the law and the manager up 3 levels feels the employee should 

not be disciplined, it leaves a really bad taste in the mouth. 
894 Past reorganizations have destroyed moral. There has been a loss of corporate knowledge and 

competency through the current structure. Much of this kind of work requires experience and time to be 
accomplish, and employee retention and development is critical.

895 Current ODOT management is generally doing a good job with some room for improvement.
896 This survey is a joke starting with the instructions. "Remove personal items off the table," we are adults, 

not children. Most of these questions don’t relate. We are engineers who work quietly and independently. 
We don't need bosses looking over our back to get the work done. Tell us when you need it. If it can be 
done...it will be.

897 Right now there is a problem with low moral. There is more work than can possibly be done by any one 
person. I work 10-16 hours a day and cannot keep up. More FTE's needed to do the job and serve the 
state and people of Oregon. People stay for two reasons: they are too close to retirement or they have 
personal job satisfaction. If money were the only thing keeping them here they would all leave. People 
also stay because they don't want to give up or let their coworkers down. They like being an owner and 
working on larger projects.

898 Don’t state ODOT value and policies verbally then show by actions something else (upper management). 

899
900 There are staff members that can get away without doing their jobs. They seem to be rewarded for bad 

behavior. Action is not taken quickly enough or not at all when harassing other staff members, surfing 
web on ODOT's time, never have enough time to do their job. 

901
902 Our building, Flanders St, Portland, seems to always be too hot or too cold. I've been told that the climate 

control is in Seattle (??) and so heat/AC are set for Seattle conditions. My ability to work well is often  
hampered by being too hot (I almost fall asleep some afternoons.) In short, the physical conditions do 
affect productivity. 

903
904 promote team cohesiveness. Too much emphasis put on cross training between teams undermines team 

bonding, + makes it difficult to properly + fairly rate individual + team performance.

905
906 management at DMV is apparently being juggled to let only certain people ahead. The average employee 

feels that they and their skills are just a joke to be shoved somewhere on a whim and then given 
feedback by another employee that is at a lower level. management needs to give credit where credit is 
due & quit coddling those that can't keep up but who are favorites.

907 management is constantly making changes to procedure. It is as if no one in management understands 
our work and they try to improve but with consultant changes it is more like the blind leading those who 
have vision. Our work is compromised with every unthought over change- we would look as foolish to the 
public if our changes to procedure were made public each time it occurred. I feel it is unfair to have 
someone who is below me in position provide feedback or to critique my work. the person doing this 
should be above me and have more knowledge- the mgr takes this info to do my yearly evaluation- this is 
wrong.

908
909
910 great place to work.
911
912 last month a person in my unit got a driving force award for just doing her job & being quiet ( had a good 

review). I asked my manager why that occurred since I have had the same review plus many additional 
responsibilities + never got one (asked what I need to improve) never got an answer.

913 I am only judging these questions based on my job and supervisor now. Had this been in my previous job 
(at DMV) the answer I have given would have been a lot difference- lower scores for most.
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914 more employees to accomplish work loads would be great. Lessen stress/ time off of current staff.
915 thank you for this survey.
916 expansion and enhancement performs of public fairs- let the public see what all of us do- they will be less 

skeptical of what they understand better.
917 I think the unit managers or team leaders should share with their team more information when some thing 

important or out of ordinary is happening instead of leaving the team members in the dark wondering and 
jumping to their own conclusions or thoughts or to allow the gossip. being partially informed at the very 
least would be greatly appreciated and I feel very needed from my experience here.

918 I love working for ODOT but myself and others consider leaving ODOT for higher paying positions at 
other agencies

919
920 I feel that employees are able to be put on FMLA for reasons not investigated and then it is abused The 

phones in our unit are a priority so it is necessary to have as much help as possible. Seems that 
employees on FMLA only come to work when they want to. this adds additional work for those who come 
to work. the added low calls often make it impossible to get other work done. the missing employees work 
is also given to employees who are there. there are those that come in late enough to not have daily wk 
given & then they pick & choose how to help. never stay late to make up time even when short handed & 
phones are still ringing 

921 I enjoy the time I have had with ODOT overall the co-workers + supervisors do . If I can find the right fit 
with my skills I may stay with ODOT.

922
923 I think that consequences should be applied across the board. The same result for the same thing for 

everyone. Complaints about other employees should be taken more seriously and acted upon.
924
925
926 promoting from within. Instead of hiring new people to fill certain positions, promote individuals whose 

performance and qualifications meet the needs for the open positions. Develop and train current 
employees for possible advancement, instead hiring new employees for "higher" ranking positions. for 
example a Deo w/ the knowledge and experience, into an 052 position if they qualify- this at DMV HQ.

927 I think the pay scale from step to step needs to increase you work your butt off for a year and you get an 
extra 60 dollars? Not very motivating.

928
929
930 It seems out manager and tech are at meetings most of the time- this goes for the managers/tech in the 

other units all at the same time- we have no one to go to get answers- even when we take the number 
and tell we will call we cant tell them when- maybe not have all out at same time at meeting would help. 

931
932
933 When similar units are doing similar jobs I believe they should all use the same processes. 
934 More pay, better in unit training and reclassification should be looked @ here. Some are underpaid and 

do so much more then others in same sector. 
935 I think the hiring process is a joke. My schooling and work experience just helps get me an interview, 

however, it doesn't help me get the job. What helps a person get a job is certain things they say in the 
interview- not fair. It's really hard to move up at ODOT- the hiring process needs to be more like the same 
way non-state agencies do their hiring. That way I would have a better chance of moving up with the 
schooling and experience I passes. We do a lot more work for the little pay we get. 

936
937
938
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939 Employee recognition is not done well in PSG. Managers are afraid to point out outstanding achievement 

for fear of alienating other employees who may "feel they work just as hard." Must perform an act of God 
to get nominated for a "Driving force" award in processing- yet 2-3 a month given in program services. 

940 The work done is amazing with the skinny resources available. 
941 My immediate supervisor is the reason I have stayed working for ODOT. He has allowed me to keep a 

reasonable balance between work and family and is very supportive. Otherwise, I probably would have 
looked for a different job by now due to the pay and benefits.

942 Personal agendas and egos appear to drive most high-level decision-making. There appears to be little 
or no concern for quality of work, system management (beyond pavement), and good decision-making. 
There also appears to be little understanding of what constitutes sound decision-making, apart from the 
narrow personal experience and interests of top level decision-makers. There are exceptions, but I think 
the overall pattern is clear.

943 The recent reorganization may have created some short term benefits. However, the long-term 
ramifications are yet to be dealt with. The parallel structure of the bridge program has created a system 
that does not consider the highway system as a whole. It only looks at any one individual project at a time 
and looks at how it can be done with the last money, effort, impact, that may be good for that project and 
the bottom line of the consultant(s) involved, but it is not good for the ODOT or the highway system as a 
whole. More communication is needed between OBAP and ODOT technical staff.

944 I work a lot with safety issues. Though I am considered an expert I feel that no issue I've worked on in the 
last two years will get implemented because everyone gets to comment and make changes. If the issue 
involves funds I have no authority to enact safety measures because everyone is protecting their own pot 
of money. I am sorry to say that I no longer enjoy my work, as it is too political.

945 having a strong engineering background and experience in design is no longer valued at ODOT. Public 
safety on the highway is considered only as a secondary concern. Consultant engineers are only looking 
at making a profit for the company and getting the end of the year bonus. Upper management is filled 
with non-engineers that listen only to other non-engineers. Upper management lacks the depth of 
experience doing the work to even know just how far out of touch they are.

946 I am near retirement age (34 years in engineering, 18 years with ODOT). ODOT worked out okay for 
me…but the current alignment of consulting out will not attract the best younger engineers.

947
948 Last reorganization - decentralized and set employees to regroup. Some regions do not have appropriate 

and/or amount of state to effectively do work. Some people were put in positions that did not fit their skill 
set. Decentralization has resulted in very poor communication. With OTIA program - more time is being 
spent reviewing consulting work and therefore taking employee time away from other duties

949
950 "Mandatory" classes - allow them to be option to anyone within five years of retirement e.g. one employee 

attended a mandatory class and less than six months later he is retiring. I think that is a waste of 
department money.

951
952
953 Central services management team has failed miserably in providing ehtical and accountable leadership. 

This is a direct (negative) reflection on the ability and role of the ODOT Director and Chief of Staff.

954 1. Nepotism regarding hiring friends in an issue. It has been reported but not addressed. Happiness 
across the division/agency. 2. Cross functional teams need work. Too many decisions made in a vacuun 
where managers disregard imput from others. Intentionally excluding people with valuable expertise. 3. 
Too many ways of doing the same thing. A. building budgets B. Handling changes C. Obtaining 
approvals. 

955
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956 The communication within this office and specifically between the four units is minimal. Even coming to 

take this survey, all we knew is that is was required for us to show up no background, no details. This is 
perceived as though we didn't need to know- we should just do what we are told. To me that is not good 
communication. This tends to be the normal mode of operation. 

957 ODOT needs to maketheir employees feel as though they are valuable to the organization. 
958
959
960 Advance people to management positions based on their skills and job knowledge. Stop using the buddy 

system or over use and abuse of affirmative action which advances people to management positions they 
are not qualified to hold. People wrongly advanced are not effective and do not have respect of people in 
the field. 

961 None.
962 ODOT is top heavy with management as a result it cannot react to change in a timely manner.
963 Change employee evaluation papers to reflect better things wrong things good. IT now list 3 or 4 ting at a 

time and only one answer so if there's a problem with one of the items the employee appears poor in ALL 
items.

964 I think TDD has the best management team I have seen in 10 years of state government. 
965
966
967
968
969 I work in a program that demands a great deal of work and coordination which executive mangement 

don't really fully appreciate. If there were more support from executive management there may be an 
opportunity to do excellent work instead of just good work. 

970
971
972 The results of this survey takes too long. I question the difference this survey makes. 
973
974 The building we work in has very poor air quality. 
975 Question #1: high performing employees should get raises not meaningless triffles. 
976 My particular unit is very well managed. My co-workers and I have been fortunate to have had any kind, 

caring, supportive, capable and professional leadership. 
977 ODOT has too many little kingdoms meaning that when it comes to budget, position/resource 

management the right decisions can't be made because managers aren't willing to give up their piece for 
the common good of ODOT. Everyone shares their need but isn't willing to give up anything up to meet 
others needs unless either forced to by higher management or they make offline deals to benefit 
themselves. Training is also not given enough emphasis especially for managers. Most managers are not 
well trained in managing staff, budgets, motivating staff...

978 Need to have supervisor accountable for employee that are cheating on hours and time. Stop having old 
men hire young women who have no job ethics. 

979 ODOT is extremely wasteful in managing resources, time, employees, and equipment. Way too top 
heavy and doesn't hold employees accountable for wasteful behavior like sleeping at desk, 2-hr. lunch, 1 
hour breaks, etc.

980 ODOT is doing many things better than other organizations where I've worked in the past re: flexibility, 
trainings, support of families and personal life issues, job rotations, etc. 

981
982 There are issues with finance mangement in regards to harassment and bullying. Many employees see it 

but wont say anything due to the fear of retalliation and loss of the job. 
983
984 Re. #50: The cubicle environment makes it difficult to work because of noise & interruption issues. 
985
986
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987 1. ODOT was de-centralizaed, except for right-of-way property management which was centralized. Bad 

idea (to centralize r/w pm), it was done once before and did not work. Property management functions 
should be put back under the individual regions (just ask Matt Garrett, ODOT Director). 

988 I really like my job in spite of all the extra effort it takes to fight through red tape (usually our own unit's 
management). However, I don’t see myself employed here in 10 years. Eventually, the bureaucracy will 
wear me out and the pay/retirement isn't sufficient to offset that long term. 

989 1. Too many managers and not enough front line workers doing the actual work. 2. Need to pay 
managers more to retain them. *ODOT has had a 54% turnaround rate in one year of all the jobs in 
ODOT. The blind are leading the blind. 

990
991
992 More of a pay increase. Too many people come and go because "the city of Portland" pays more money 

we lose the knokwledge and experience of the older people. So if we got paid more there would be less 
of a "revolving door" and more resources for us new people. 

993
994 This was a well thought out survey. 
995 Using union pay scales would help keep employees from looking for other employment. 
996
997 I have seen people work very hard here at ODOT and speak well of the organization but frustrated with 

the pay. 
998 I felt the delivery of this survey and the process was childish. 
999
1000
1001 Decentralizing has made the job more chaotic, resulting in lower quality and higher costs, and allows the 

organization to point to positive changes, while ignoring the loss of quality and job dissatisfaction. 

1002
1003 Managers should be better screened and trained for dealing with employees. 
1004 There were a lot of double-barrelled questions throughout this survey that may make it hard to analyze 

this data correctly. At ODOT we just call it ODOT not "the ODOT" which is used throughout this survey. 

1005
1006 The top managers at ODOT are so far removed from the work they don't even know what we do 

anymore.
1007
1008
1009 DMV is not treated as an equal or an important part of ODOT. The Director fails to mentioned DMV nor 

did he visit our offices when he was in our area. He even held a required meeting for all ODOT 
employees where DMV was excluded.

1010 I am very impressed with my immediate supervisor/manager…he is "my" ODOT representative and gives 
ODOT a great reputation in my mind. Also the training program at DMV (ODOT) is great.

1011 Great manager at this office, very TSOL at this office.
1012 More secure environment, customers at any time can be violent and the more restrictive we get the 

angrier they get. Don't wait for something terrible to happen to a DMV worker before we do something 
about it.

1013
1014
1015
1016
1017
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1018 Employees who work in the metro area with high ADT should receive a differential pay. Truck drivers 

should be required to drive after 6:00am, this would lessen the mobility strain on us, and for our safety 
keep us off the road when the drunk drivers are on the road.

1019
1020
1021
1022
1023 Pay is the biggest issue! Training is open book and minimum requirements are met. Probably liability 

released. I believed the quality of employees will degrade due to the combination of pay and training.

1024
1025 It seems to me having good moral for an office is just as essential as having proper training, same goes 

for communication between employees and supervisors. Once you have the internal issues ironed out, 
you can work on improving ODOT as a whole. This will allow for a better image to the general public of all 
our employees/division. 

1026
1027
1028
1029
1030
1031
1032 Our section has way too many levels of "review" before anything can get out the door. Nobody that's not a 

manager is trusted to do their job correctly. 
1033
1034 Timely agency-wide communication needs a great deal of improvement. There is no consistent 

communication plan/method for organizational changes.
1035 No mention has been made of reinstating coworkers merit system to promote fellow employees doing a 

good job and receiving commendation/awards that way. I believe this should also be performed as ODOT 
removed this manner of performance recognition as well as a watered-down version "which management 
could remove those they wanted, which ruined the incentive of the original award. ODOT management is 
too controlling!

1036 More communication with ALL staff; make exec team managers accountable for their direct report's 
performance and so on down the line. The world is a different place than it was 30 years ago; ODOT 
needs to start catching up.

1037
1038
1039 Too much vacillating.
1040 About supervisors being receptive to employees' interactions, conflicts. Some employees can be very 

disrespectful of others, ordering coworkers around, and I have not seen anyone reacting like it is not 
okay. Setting challenges and how to obtain a feeling of accomplishment can be worked on. How will hard 
work be appreciated? We do not have time to communicate with various levels of ODOT. Amount of work 
is sometimes overwhelming, considering time, quantity and work quality. We are handling money, we are 
also constantly interrupted....Material to perform job well? NO. On Drive Tests, we sometimes end up in 
vehicles without proper equipment. Ex. Bad brakes. OR applicants who are not ready to drive, and we 
cannot be in control of the vehicles-->very unsafe.

1041
1042
1043
1044
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1045 Safe Heaven needs to be more active to prevent any employee-employee or manager-employee abuse. 

DMV offices need to use the latest technology to improve customer services and fraud prevention so 
employees can collect more money at a faster pace and create more income for the state.

1046 I like the people who work here. Some people don't pull their weight and never hear about it. Pay 
professionals-maintenance. Office staff-supervisors a fair wage compared to others in the community city-
county-Port of Portland.

1047
1048 When I have 3 new bosses in 2 years it doesn't do a lot for me thinking this is a great place to work.
1049
1050
1051 None-DMV is a great place to work!
1052
1053
1054
1055
1056
1057 Please share outcome of this survey to all levels of staff-the good and bad about ODOT. Thanks.
1058 This is a great place to work for, in my opinion, we just need to develop its potential by finding better ways 

to conduct our daily business.
1059
1060 It would be nice if we weren't treated like criminals, just because past employees made stupid mistakes 

don’t' take it out on the rest of the employees, don’t make the rest of us feel like we don't matter. 
Recognize us for the good we do in our jobs not just the bad. Don't deny the time off we request since we 
have earned it.

1061 A lot of effort has been put into increasing salaries for many classifications in state government EXCEPT 
for clerical/administration. The employees responsible for keeping the organization running are not being 
compensated well enough.

1062 The wrong manager and staff were harmed at Human Resources. More people will leave. Lack of 
executive action created more problems--over many years of inaction, neglect, denial, avoidance of 
conflict. 

1063
1064
1065
1066
1067 Team-leaders need to be more productive and learn more, Gusham Office Team Leaders.
1068 We should obey the law--The State seems to bend a lot of rules and laws. 
1069
1070 Need higher pay to attract qualified candidates.
1071
1072
1073
1074 Training is the key to keep our people safe and productive. Pay & benefits are the keys to attracting and 

retaining good people. Better ODOT public affairs will give the public a better view of ODOT. Take on the 
radio talk shows!

1075
1076
1077
1078
1079 ODOT says along with the state legislators we don't have enough funds yet you all get new flat screen 

computers, raises for yourselves, ramp meters, VMSs, tacking crosswalks...
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1080 ODOT spends the time and money to train people and mold them into good employees but does not 

retain them because of lack of pay. In the long run it costs more and makes employees that do stay work 
conditions harder than should be because of high turn over and lack of experienced employees. Also we 
as an agency need to be more in control of our destiny instead of being ran by D.A.S. that doesn't know 
enough about what we do. 

1081 I think ODOT can be a great place to work. And it could be even better if the ODOT would look at their 
employees as if they needed them instead of looking at them as disposable units, we under supervisors 
feel that we can be replaced at any time and it's only because those above us are being pushed by those 
above them (the trickle down effect). Karla gets name in paper because she pushed to get 35 open when 
in effect the People of Oregon pushed..not her. But she goes and gives herself a raise over it. Go figure. 
ODOT is a joke.

1082 Would like to see DAS stay out of our business. In product use and such. 
1083
1084
1085
1086
1087
1088
1089
1090
1091
1092
1093 Develop training that is realistic, functional and applicable for each specialty within ODOT. Develop 

training plans and organize sections to allow for growth and expansion.
1094
1095 ODOT is heading in the right direction, particularly in keeping lines of communication open, listening and 

inviting input. Still not sure if this job is a career/home or another "work experience" on the way to 
something else. So far, so good.

1096
1097 ODOT is slowly making changes in a positive direction. Keep up the work!
1098 Most of my comments are based on observations of fellow workers and how unhappy they seem to be. I 

do enjoy my job and current manager.
1099
1100 Human Resources--we need more and it's recognized at all levels as a need. Been trying for months to 

get limited duration positions--feel own division is unresponsive and they're the experts. LD is not the way 
to find highly skilled and innovative people, but seems to be our only choice.

1101 ODOT offers great opportunities for innovation and advancement. Management encourages employees 
to "look outside the box" but needs to support innovation within the work and workplace better!

1102
1103 I believe ODOT does a good job of balancing agency needs and employee needs. Supervision and caring

in my area is very good.
1104
1105
1106
1107
1108
1109 Incentive for prior work experience like wage increase for certifications for welding, carpentry, etc. 
1110
1111 As a public employee the pay has always lagged behind comparable private sector jobs, therefore it is 

important to make the benefit package strong for retention
1112
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1113 We need more opportunity for training. It is only allowed for certain employees.
1114
1115
1116
1117
1118 The state provides training for only certain employees to advance (managers' discretion). I have asked 

for training in employee evaluation and never get it. Manager seems only to give to who he chooses. We 
have employees that have been moved up - who are lazy and lie and their performance is poor and get 
special treatment because they are tattletales or they have the managers' ear.

1119
1120
1121
1122
1123
1124 The people in Salem need to listen to managers and supervisors more. They need to take their thoughts 

and opinions into account when making decisions.
1125
1126 Management needs to recognize some employees try to make others look bad or identify the faults of 

others to make themselves look better.
1127
1128 ODOT is scared of change and scared of failure- scared of appearing less than competent. But, this 

attitude prevents improvement. ODOT will never succeed until acknowledges mistakes and, more 
importantly, ODOT needs to include staff in decision making (as a resource) to take advantage of their 
expertise. All staff knowledge/experience is wasted because it is not sought-out by management. Or it is 
actively ignored and excluded. 

1129 Workload varies based on projects and time of year. Sometimes workload is overbearing while other 
times it can be considered manageable. 

1130 There is much turnover due to how employees are treated and continue to be treated. We are losing 
good workers and knowledge base as several are tired of being treated unfairly. Some stuff can come in 
late and talk and never get in trouble while others get written up for the same behavior so it is unfair as 
managers play favorites and the top managers do nothing to change this. 

1131 What is lacking in the procurement office is leadership. We have managers. We need leaders…
1132
1133
1134
1135 I think overall management has become complacent about the staff and finding ways to make staff feel 

valuable. When you see fols getting promoted as a way to deal with personnel issues, it makes it difficult 
to trust those who are supposed to be ensuring a positive work environment. 

1136 Outsourcing has become a thorn in everyone's side. We see contractors making massive amounts of 
money while providing an extremely poor product. All of theis is done to keep the numbers of state 
employees to a minimum. This hurts morale and job performance. 

1137 1. ODOT practices severe reverse descrimination. 2. ODOT is unresponsive to unhappy employees. 3. 
Deveop a program for discounted early retirement for unhappy staff. 

1138 There are some good managers within ODOT. But unfortunately there are just as many bad ones. No 
one wants to take the time to get them to do their jobs or get rid of them, the good old boys club is still 
alive and well!

1139 Survey seems too long. Hard for me to provide throughful answers, could have made it different 
selections upon reflecting on the questions but did not want to spend too much time filling out the survey. 
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1140 This survey should focus beyond the immediate supervisor and allow comments on the entire structure of 

the organization. The waste and over spending of using consultants is obvious. Our priority has been 
economicy recovery for the state. Which means get money to consultants and contractors, ie private 
sectors, as soon as possible. the agency has continued to limite employee opportunity by imposing a 
miriad of oppressive policies and directives. After some aggregious violations of giving consultant 
favoritism by management, a code of conduct policy was laid down as a restriction that would not allow 
for employees to go to work for consultants. This policy has been challenges by the union as an infair 
labor practice. Additional policies "Professional Practices" is an additional overbearing and oppressive 
policy. The organization has been divided into separate regions with no oversite from a central group. this 
was a directive from the Director "there will be no stove piping," or hording information in one location. 
Believe it or not there is no central location to tie bridge number to contract number to drawing number. Ou

1141
1142 Review current job announcements for positions that aare open until iflled. Notice the trouble ODOT has 

in filling the PM jobs like the one in Corvallis. Jobs requiring a PE are not filled because candidates can 
make 25% more in private sector and after the judge ruined out retirement priavte has a better retirement 
too. Look at the number of employees who have recently left and went to consultants. 

1143 Encourage young people! Encourage civil service! Create an environment that rewards innovation, 
healthy living and fresh ideas. 

1144
1145
1146
1147 Employee feedback regarding imporvements that could be made to programs are usually disregarded. I 

have seen our "team lead" take work from other employees and then turn around and complain about 
that employees lack of productivity. Many times supervisors/co-workers give "credit" to our team lead 
when she is not the one that performed the task and nothing ever said to the employee who actuallly 
completed the task. 

1148
1149
1150
1151 Most of my career with ODOT has been in Region 5. I transferred to Salem six months ago. 
1152 Surveys such as this (choosing A,B, or C, or rating a statement 1,2,3) are pretty much completely 

worthless. A true valid survey would be a blank piece of paper and a week to fill itout. Other than these 
two small boxes this was not accomplished. I do not expect much from this. It's pretty much a waste of 
taxpayers money. 

1153
1154
1155
1156 I see this "survey" as a near total waste of time and the mandate to complete it ridiculous.  I am a career 

agency employee, but I have become very disillusioned with ODOT in recent years
1157 Overall ODOT is a very good place to work and has provided me with an excellent career opportunity.

1158
1159
1160 ODOT is a great place to work.  However, declining retirement benefits have hurt our workforce quality

1161 Why is this a Washington State University Study?  I guess Oregon State School system isn't good 
enough.  We need more money in budget to get done what's needed

1162 Employee recognition should be given back to the employees (peers)
1163
1164 Happy to finally have a manager.  Our unit is in a state of flux it will be nice when things stabilize
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1165 ODOT is a good place to work but is a very slow governmental organization where most of the 

employees have an entitlement attitude of being a good steward of public funds.  Need to instill some 
urgency in the organization.

1166
1167
1168
1169 There is not enough personnel on the road work anymore, to keep up with the demand.  Increased 

population and a smaller work force out on the road isn't working we are falling further and further behind 
on the quality of work performance on our highway.

1170
1171 They reclassed too many positions then gave them a raise each time and taken more employees off the 

street.  They need to get away from DAS and other departments such as DMV.  DAS's administration 
coasts are unbelievable

1172 Be more receptive to ideas from crew members, get more input from crews in a particular area about 
projects before they are implemented

1173 We all need to work together to get a job done well
1174 TMM's should manage 3-4 crews.  Do away with the supervisor position.  Lead people should be 

experienced, not just the managers friends.  The "good 'ol boy" world is alive and well at ODOT
1175 Union members should not have a position of authority over other union members (i.e. coordinator)
1176
1177
1178
1179 none
1180 Focus on team participation - on projects.  More could be accomplished
1181 however many of my co-workers are holding side jobs to make things work for them.  If my situation was 

not as secure as it is, I would be very foolish to stay at ODOT with the wage I earn.  Thanks for the 
training - and I hope this information effects financial balance

1182
1183
1184
1185
1186 Overall good place to work, but needs to pay more
1187
1188
1189
1190 I love my job, I love ODOA as an entity they do an excellent job, I am an excellent employee with lots of 

potential, I am simply way under paid for all my certifications, as are all TMS 1's.
1191 Karla Keller needs to sit in her office and quit micro managing over crews.  That woman talks in circles, 

doesn't care about safety.  She needs to move up to a higher level of incompetence and get out of our 
hair.  Or just move on

1192 Increase chance for advancement and pay for time of service
1193 Input in how to do the job is looked down on. The micromanaging way of management kills my reason to 

work hard, allowing friends at work dictates work assignments
1194
1195
1196 1. I wish I could use my vacation to relax. Instead I use it to catch up on bills or buy Christmas presents. I 

have not taken a vacation since I cam to work. Thanks ODOT.
1197
1198
1199 Over all, ODOT has been a good place to work.
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1200 This probably was a waste of tax payers' money. The things that need to change pay, workload, etc. are 

not under ODOT's control. Contracting out is also not the answer-staff time is required to manage 
contracts.

1201 More help from safety people to crew leaders to get necessary training done. Our safety office doesn't 
seem to be a real good resource.

1202
1203 The good old boy still work good in this district. The people at the top don't care if you are good at your 

job, the only care if you are a yes-man, and that you fit in their program
1204 Fix the problem of upper management and give the job to the person who really deserves it and knows 

the job, not just your good buddy or church member. Management is too heavy and work crews are too 
small - this needs to be reversed.

1205 Above my coordinator, my supervisors lie to you. Promote people who know nothing about the job - fire 
people who don't agree with their opinions and promote the yes-men. If you don't agree, you are told you 
can work somewhere else.

1206 I think a big issue in this organization is just like in the private sector. All this place wants is college-
educated idiots to run this organization. They don't want to listen to anybody that knows anything about 
the job. The person that knows the job has been there and knows what it takes to get the job done. The 
guy from college has never done the job, but boy, he's the one everybody listens to because he went to 
college. I think that is wrong. Listen to the man that has the experience, not the college degree.

1207 Raise the standards for managers - they need to have knowledge of job, or maintenance experience.
1208
1209 In the last 4 years, ODOT has undergone a bad turn. Supervisors have become a hindrance to 

employees and their respect for employees is no longer there. Supervisors need to remember that 
employees are NOT lesser people. Good supervisor seem to be chastised, while bad supervisors are 
praised or promoted. Certain training is only allowed to select employees, whether they need it or not.

1210 ODOT policy is not that good like another state agency (salary, etc.) Need near building, near 
management, nice, clean, safety

1211
1212
1213 This survey was a surprise because of some of the statements could not be tied in to correlate with field 

services.
1214 Great job, not good pay. It makes me feel a great sense of personal completion and accomplishment. 

The online manuals and supervisors are great resources to help me get my job accomplished properly.

1215
1216 Job security is fairly good at ODOT but pay scale is terrible and so is classification. ODOT, in particular 

DMV division is done poorly in providing/promoting off job activities i.e. employee gathering on special 
occasion, New Years/Christmas

1217 I have had a few major medical problems and feel I have been treated fairly and with respect about my 
job.

1218
1219
1220
1221 Many employees are leaving ODOT because of low salary pay and career growth is limited. The way the 

Tech Center is structured does not seem to work well. Tech Center Manager does not respect 
employees, creating a bad work environment. Shortage of staff and increased workloads make 
employees unappreciated.

II-46



Appendix II
Employee Survey Comments

No. COMMENTS
1222 General workplace environment seems to be a major factor in employee morale, so things like a mandate 

to have employees empty their own garbage really brings everyone down further. (Besides, it hardly seem
a cost savings to have everyone at manager/engineer salaries empty their trash as opposed to a lower 
wage custodial staff person.) Also being asked to chip in money for a new fridge when ours broke 
frustrated many employees. These types of things, while small, add up to become major components in 
the happiness of the employees. ODOT as a whole tends to deal with problem employees by creating 
statewide policies and cracking down on everyone rather than (or in addition to) dealing with the problem 
employees. Employees who follow the rules and do as they are supposed to feel as though they are 
being punished even though they've done nothing wrong.

1223
1224 Promote the positive things and accomplishments of the agency. Improve the public perception of 

government employees.
1225
1226
1227 Not all employees work in a "unit" which produces the same "work" so questions related to my "team" and 

supervisor don't make sense to me.
1228 The pay is only average, the benefits are now matched by most private organizations, and the public 

scrutiny is held over the heads of employees. The opportunities for advancement are limited unless you 
go to Salem. Therefore, it's not a place I want to spend the remainder of my career! And not a place I 
recommend to anyone with any ambition.

1229 I report to many managers. I report to one manager that has no technical background.
1230 I've always thought ODOT was a great place to work. I've had many opportunities to advance at ODOT 

through the years.
1231
1232 Overall, I have been impressed with ODOT in general and the DMV specifically. The agency seems well 

run with all parts of the organization willing to work together to provide good customer service. I 
appreciate the fact that policies and procedures are written down and followed (mostly) as well as usually 
being applied equally. I have a great deal of respect for the people I have worked with and the 
management I have worked under. All - most all - are talented and conscientious and hard-working. I do, 
however, see room for improvement in a few areas. First, training could be improved. At the moment, 
workers are given the bone basics to perform their jobs, but it takes several months to even a year before 
the employee is able to perform on a quality level. By increasing the number of weeks in class, the 
agency may be able to decrease the time it takes the employee to learn on the job. Second, the agency 
could benefit from giving employees more opportunities to advance or at least learn/experience other 
positions in the organization. As a front-line employee that deals directly with the public, I've often wished 

1233
1234 DMV is a "dead end job." The pay is extremely low, after 20 years, only take home $2800/month. Would 

be better off in a private job!
1235
1236
1237
1238 The state needs to show their willingness to give us a better wage and not always trying to slap us in the 

face with these so low contract and benefits when bargaining with us during contractual rights. It's a joke 
what they offer us. This creates a lot of stress from people who have a hard time to make and do work 
with the lousy pay.

1239
1240
1241 More recognition of DMV employees in ODOT publications - it really seems as if there are only road 

workers who do any work. DMV faces the public everyday (the field offices) and meet unbelievable 
problems and overcome them - and we see NO thanks or recognition.

II-47



Appendix II
Employee Survey Comments

No. COMMENTS
1242 I'm a long-time employee. The various ways management has devalued us over the years is criminal. 

The different levels of management constantly conspire o how to make our jobs tougher (do more with 
less, customers more valued than employees, provincial attitudes, etc.). Furthermore, we are seen as 
nothing more than chattel to be played with. Good luck with your project - nothing will change here (other 
than negatively).

1243 Don't like the fact that manager made us feel this was required
1244
1245 Praise employees more for their hard work and productivities v. seniority! Give more opportunities for 

employee growth.
1246
1247 We are under so much stress because our office (PDTC) is expected to staff all offices in the region and 

are still expected to maintain full drive lines and short wait times. The stress is not safe for employees 
and shows the amount of such leave that we end up taking.

1248
1249
1250
1251 We've recently hired a new manager. I believe most issues will be resolved with the new management 

style.
1252
1253 Management is often too detached from the actual work of the agency. There is a tendency to make 

decisions in an uninformed vacuum without consulting those who actually do the work and have firsthand 
knowledge of the issues at hand. Less insulation would make management decisions more intelligent and 
effective.

1254 The workloads should be a "reasonable" amount and distributed fairly. New employees should get the 
training and support the need.

1255 I would STRONGLY encourage making ODOT clothes/items available to all employees for purchase, 
rather than just "Driving Force" recipients. Consider "no cell phone use in work zone" legislation

1256 In the past, when supervisors have not been appropriately disciplined, this causes dissatisfaction and 
lack of trust. Managers need to be held accountable. HR needs to advocate for both employees and 
management more than they do.

1257
1258
1259
1260 Supervisors are not rewarded for holding poor employees accountable. It's a lot of effort and so many 

leave problems go. I don't blame them - it's not easy to be a manager here -  you don't get paid well and 
you get very little credit.

1261
1262 The new state Data Center is 1) decreasing our productivity due to increased bureaucracy; 2) increasing 

the wait time for project activities; 3) adding additional costs; 4) is not as responsive as the previous 
ODOT IT Dept.; 5) cannot meet our business needs as well as we could prior to its implementation; 6) is 
not getting better/more stable. Our IT management 1) lacks direction; 2) is too enamored with new toys; 
3) makes bad management decisions; 4) rewards lousy work by redirecting individual rather than 
disciplining them.

1263
1264 It would be appreciated if the CIO acknowledged other areas of IS.
1265 We need management who are more broad-based. We have a manager who fixates on the little stuff that 

an admin can handle but doesn't get the big projects he needs to get done. He relies on team leads to do 
his job for him. The CIO is not respected in almost anything he does. He is laughed at behind his back by 
employees and peers alike. He skirts all of the rules, using his vendor from his previous job instead of 
following the contracts, hires people from his former employer, etc. We need someone in ODOT to have 
ODOT's interests, not his own at heart, someone who needs to remember he works for the taxpayer, not 
as a stepping stone for his career.
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1266
1267 I have seen several of these over the years. I realize a lot of money was spent on this but that money 

could have been better utilized. I have never seen any real, positive results from the use of surveys in this 
department or section.

1268
1269 So far ODOT has not demonstrated that any benefit ever comes from the surveys they do. This survey 

looks like some one's thesis or dissertation topic. 
1270 Union hurts its personnel because it doesn't allow for easy removal of incompetent workers or for 

promotion of excellent workers. A person hired as an IS5 is stuck as an IS5 forever until a higher position 
opens up. This forces them to move on instead of staying as their experience grows.

1271
1272
1273 Management doesn't appear to have a clear picture of who is actually getting work done. There are some 

workers who can sell a good pitch to managers, but don't actually portray an accurate picture of what 
goes on on a project. Management does not do a good job of fairly assessing situations. This causes a 
lot of frustration to employees.

1274 The overall environment lends to "everyone for himself" thinking. People try mostly to cover themselves 
because blame I the primary motivator and is often fairly public. Few people on my team express a 
feeling of being successful. This is discouraging because most are very hardworking, dedicated 
employees.

1275 I believe safety training is adequately supported. We have the events and information to apply-however 
my responses to the survey are my fault for lack of participation. There is not a clear balance between the 
multiple managers I respond to. Some like to micromanage others respect the level of effort. Customer 
service and effort between ODOT's units is improved. I have few issues but they do exist when working 
on a project with other ODOT personnel. 

1276 It seems that as an organization we thrive on chaos. We run from one crisis to another.
1277
1278
1279
1280
1281
1282
1283 The environment is intolerant of difference, and insensitive overall. There is an undercurrent of mean 

spiritedness that is pervasive in the organization that must be addressed.
1284 There is really not enough valuable work here for me to do. I like the people I work with but I need more 

challenging work to keep me motivated. I feel like I can't advance. I'm just stuck. My talents are not 
utilized or appreciated.

1285
1286
1287 Management seems content with the status quo. Outsourcing of work is a good idea if the individuals are 

of the right qualifications and within the pay range of the industry. ODOT is outsourcing the work to ex-
ODOT workers that had qualifications issues while they were at ODOT. Now, ODOT is paying more and 
getting poor engineering from consultants.

1288
1289 I believe salary levels are much lower than the private sector, however, the benefits are not as good. 

Also, with union representation there is less risk of losing  your job therefore more security. ODOT also 
seems to be better than other state agencies in terms of "red tape" or getting the job done well (and/or) 
correctly. However, there is still too much "red tape" and disconnection with other agencies (either state 
or local). This maybe be because ODOT is trying to move quicker than other institutions or the 
relationships between other agencies are not formed well.
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1290 As a whole ODOT is a good agency to work for. The salary in the technical field is probably 20% low. The 

benefits (PERS, medical, time off) are comparative and satisfactory. Managers hands are tied when it 
comes to making positions what they could be --> money, training, etc.

1291
1292
1293 Process is valued over productivity. You must stop producing for the customer and begin creating useless 

documents and get a promotion. Very frustrating!
1294 ODOT is always changing--which could be good or bad. When the orange is something already tried a 

few years back, the reasoning for this change seems out of place. I'm for growth and changes and 
improvements.

1295
1296
1297
1298 I don't think enough is done to correct the actions of problem employees. It creates a lot of resentment 

between coworkers if you have one employee that gets away with not doing their job.
1299 We are short staffed too often, run at maximum and expected to do the job perfect--Balance rate criteria 

is too strict. We need additional help in peak season and offer incentives to employees that consistently 
are offering additional help.

1300
1301 I feel that opening should be given to current employees first, before to the public.
1302 One thing that needs lots of improving is the safety of employees with customers. There have been many 

times in the past 11 years where I have felt unsafe around a customer and do not feel that there has been 
any concern for my safety by the supervisors, my immediate supervisor, or region of even further up.

1303 employees who have been working for so many years with the agency have some how reached the last 
salary scaleincrease. There is no more compensatory increase. Hence demoralization can set in. I am 
one of them. We are expected to face a more challenging job. under the real ID act, as we face the public 
at the counter. could be enormous since we are at the frontline. we are instructed to explain the state 
laws, which we run into conflict with our cunstomers. the remurrneration is not adequate to the extent of 
accountability we have. the salary/ compensation package made to be assessed in the light of our 
accountability & higher responsibility we are facing. customers can be verbally abusive yet we are still 
instructed to give excellent customer service sometimes, it is a dilemma wheather to adhere with 
management instructions as approved to setling it right with the customers, that we cannot take in verbal 
abus. a customer may put as to task. hence, it is realy an emotionally stressfull job. however we 
sometines suppressed this side & it could load to disfunctional work performance. mistakes are well 
pointed but not always the good performance. employees- coworkers can also be watching each other, to 

1304 where do I start? As a coordinator the most important thing to me the a #1 problem that I have with Dist 1 
is the Dist. Manager has "no" communication skills at all. He has been here about a year now and he will 
walk by me in the hall without a word. He has yet to say hi shake a hand or communicate with my crew? i, 
like i said am a coordinator. when we go to do a job i cant use equipment from other crews, because the 
other coordinator has been there so long and his ways are so set and the management will not take care 
of this person. so he, a coordinator dictates what goes on in the Dist. in the mean time the supervisors 
cont. to e-mail e-mail e-mail ! "none productive " crap out to justify their job. i grew up in the computer age 
i love video game. the computer is just as addictive as a video game. so the supervisor play that game all 
day long. you can see it on a rainy day more and more e-mails "none producitve " crap. this is ODOT we 
are to make sure the travelling public is safe. we have pot holes that have been pot holes for 3 years. this 
is suppose to be money spend on pot holes and bridges not on (e-mail and e-mail) and "none productive" 

1305
1306 Hire managers based on knowledge of the job and job skills instead of the current practice of hiring them 

because they are kiss asses.
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1307 Supervisors and management need to be clearly divided in order to fairly complete this questionnaire. I 

believe there is a big breakdown in communication and trust. I would like to see things improve, but do 
not feel it will happen.

1308
1309
1310
1311 Management is top heavy. District 1 manager needs people skills. Do away with self-serving agendas 

(management). "teamwork" needs to become real again. Eliminate drug policy double standard - currently 
only CDL holders are tested, and ODOT has a "0" tolerance policy. Stop placing unqualified people in 
management positions. Do away with the "holier than thou" attitude the district manager has. 
Management needs to realize the employee is the #1 asset. This entire district is quite dysfunctional.

1312 The DM is very unfriendly to the crew members.
1313
1314 Training is good and is often, but does not cover specific job-related items. Core training does not help 

me with the specific details of my job.  Creative thought is not received well by all. Some do, some don't 
like it.  Managers and leaders seem to be more interested in climbing the ladder than doing their job. I've 
been through a truck load of bosses and each new one knows less than the last one.  I have seen such 
discrimination as to wonder about the people who run this district. A coordinator who curses and swears 
and throws tools is still working here. He is less volatile now than in the past but it bewilders me.  He and 
other coordinators won't share equipment with other crews. There are rumors of sabotage of 
accomplishments, not of equipment, but making it hard for people to do their job.  There are so many 
secrets about what goes on. Why do you tell me you can't tell me about something? Tell me what you can
and be quite about the rest. It's like "I have a secret and you don't." Most communication is this way.  
There is too much bureaucratic nonsense today. It seems that everyone who has a gripe or an agenda can

1315 To make it short - this organization has way too much management and some of them are absolutely 
worthless. For instance, our district manager here won't say Hi to anybody and has the worst 
communication skills I've ever seen in my 42 years of work. And there is more just like him in ODOT. In 
Warrenton, there is a coordinator that has the same problem and his crew is afraid to talk - so no change. 
I see the computer as everybody's way to communicate and the real world does not exist. Press enter 
and our job is done. Being in the field, this is really hard as all of management can't understand why it 
took so long. It's at a point where our office staff emails each other to communicate. The District Manager 
I was talking about encourages this - all the support staff in the office are afraid to talk.  Being on a bridge 
crew, we work as a team and get things done. But we see other crews in the area and notice things they 
don't do anymore and when we bring things up with them, it has caused a division. So now we have seen 
what management is made of, even way up the ladder. Absolutely worthless people way up the ladder with

1316 I think there's way too many managers in ODOT. I know of 4 crews in this district that don't need a 
manager over them at all. We are totally self-sufficient and efficient at our work and would be also at our 
decisions on job assignments and everyday work plans. We get managers over us who don't know 
anything about our specialty work, and they try to tell us how we are gonna do stuff. I'm not even saying 
it's our current manager, but our past one it was like this. They need to support us - give us information, 
not hinder us by getting in our way and then deciding what we need to do. We can do this all by ourselves 
and our Region Inspectors.  On the next note, I think our District Manager is a real loser. From day one, 
he doesn't even acknowledge us as people or a crew. Doesn't say hello or anything. What does he do 
anyway? I really don't care...because I don't want him around us anyway.  Another thing on this level of 
managers - on a big job a year ago two crews were working together. A bunch, half-dozen managers, 
Region, District, all of them showed up. Not one said hello, or anything. Not one of the acknowledged any 

1317
1318
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1319 I am disappointed at upper ODOT management promises relating to job retention of in scope people and 

the SDC. There were firm promises no one would lose job - our mainframe operators were left hanging.

1320
1321
1322 With the change to the SDC, the remaining employees have far too much work for the available staff. I 

see no change by management to improve the situation.
1323 Less paperwork to get jobs done. Let the employees do their jobs without State Data Center interference 

and let them know they are valued.
1324
1325
1326
1327 Surveys are sent out all the time and nothing happens or changes. This is a waste of time and money 

and as a taxpayer I don't appreciate the waste!!!
1328
1329
1330
1331 In general, as with any large bureaucracies, too many decisions are made by what's politically correct at 

the time and not by what is the best solution. It's always been the case but it's always bothered a large 
number of us. A few squeaky wheels can totally destroy what would be a great solution and force us to 
implement a much worse and in most cases, much more expensive one.

1332
1333
1334
1335 I have found that in the state there are many policitizal circles and that all people are not judged by their 

performance but by politics political influencees to get ahead & climb the ladder. People are not treated 
fairly or equaly. The poor performers are retained, often. for personal history, such as unethical conduct 
in their past that management allowed. good ethical employees are overlooked & often discouraged from 
coming forward. when they try to report unethical dishonest "protected" employees, they recieve negative 
reaction & all are punished or disciplined for the poor behavior of 1. there are definate favoriate and pets. 
there are many back stabbers and ladder climbers. it is too political. supervisors have their own personal 
agendas. they dont support or protect their employees. thy are dishonest and unfair. management 
positions are not fiarly recruited in ODOT. they often do not have to meet regualr hiring practices and are 
promoted within without even advertising. they have new positions made up just for these people who are 
willing to join the political circle or club to run ODOT their own way, not the correct state way( if thare even

1336 treatment of all employees needs to be standardized. Special pay increase & shift defferential should be 
handed out daily. Some employees work hard and travel up to step increases w/o special pay increase. 
Some managemen feel as there job because we are frozen on pay scale. the choosen employees should 
be provided with the increase. management promotos management. if they feel they can promote certain 
individuals and step upon other employee the powers no matter if this employee is worthy of the push up 
the ladder. reward and recognition- driving force award are given on whims. if it helps promote the 
individual the better those who deserve the awards are leftou! most likely they did the work in order for 
the employee (manager) to get the award. training/ career development- what a joke- guidance HA! go to 
manager & tell him that you need help falls in deaf ears & they wonder why you are behind. give special 
demands projects and are expected to get you normal daily work done. innovation- risk taking not if you 
want to kepp you job! or be written up. change only if the manager idea teamwork. what team work? Leade

1337
1338 pay me more money!  The damage factor a this job favor surpasses another work I have done, and I 

back tracked nearly 5 years in wage, coming to ODOT! How do you expect to keep me?
1339
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1340
1341 there is less & less trust in ODOT. Since I started working at ODOT, there seems to be too much middle 

management. ODOT should do more tasks & jobs in house instead of contracting.
1342
1343
1344
1345 treat us better w/rewards  doing a good job.
1346
1347 management does not clearly communicate their short term action plans to reach their goals and vision. 

They don not manage the managers very well. It appears to be very close knit organization that does not 
admit problems. Plans are not openly expressed when they are not going well.

1348 my immediate boss becomes stressed too easily. Perhaps he needs personal counseling and appropriate 
antidepressant medication.

1349
1350
1351 ODOT should be removed under the umbrella of DAS in order to be competitive. There should be 

immediate salary adjustment.
1352
1353 with the reorg and the shift to consultants, the security that folks felt is gone. I also think that job 

satisfactory has done down as a result of the Reorg. Bruce Warner was an idiot and the path he led 
ODOT down, was a path to failure. Upper management needs to take steps to reverse this path to some 
degree to retain staff and increase confidence & job satisfaction.

1354 ODOT is in chaos, along with the rest of the state government. Compensation is in chaos. The new 
retirement plan is no better than what 7-11 provides to employees. PAY is far below the 13% below 
market we expect to be paid. Combined with the PERS reforms the total package is in chaos. My pay is 
50%-100% below comparale work. I have apologized to my family for the committment I made 15 years 
ago to the state government. Bad career decision for me years ago. State politicians use employees as 
political fodder to bash and get elected. State leadership does not stand up for employees. There is a 
bunker mentality among agency director to employees. Depression, health concerns, sick leave is 
epidemic in state government. *Nobody wants to address other concerns. Government is more interested 
in mediocrity than investing in wellness, compensation, training, for better productivity/retention/morale. 
Oregon is the ALABAMA of the Northwest. Bitter and stuck.

1355 At one time ODOT had team building, and people were told to take chances and make decisions. That 
lasted about 1 year. Now employees are expected to do what they are told, and not question 
management. ODOT has become a place where management's power over employees is more 
important than getting work done. One of my managers has said more than one time: "If you don't like it, 
find another job."

1356 The health insurance increasingly doesn't cover things I need and insures me for things I am not using. I 
would prefer to have those and to custom purchase in the open market what best fits my needs. I am 
over 50 and live in probably  the lowest cost housing in Bend. I drive a vehicle that is over 20 yrs old. I 
have a child on the way to college and 0 savings. I now owe $180,000 on the same house I bought 17 
years ago for $60,000. Because I have to keep taking out equity-to make up for my pathetic low wages. I 
am an expert in my area--I deserve to live better than this!

1357 The fantasy about outsourcing work being practical has to end. I outsource almost all of my work, do not 
have time to effectively manage my work order contracts or deliverables, and do not feel "ownership" of 
most of my work. We need more staff. We need more staff. We need more staff.

1358 Better eye/vision insurance would be good also.
1359
1360 I would like to see the safety program recognize when we are doing all we can without an incident. It 

seems like we only get told when something bad  happens and they have forgotten the positive. Would 
like to have the $75 safety award back for those who didn't have an incident, it brings more awareness 
and incentive towards the every day safety.
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1361 I think ODOT should consider how little we get paid for what they expect us to perform. We do the best 

work for our ability. Need more money to survive and support our families and better insurance.
1362 *Everything is micromanaged and all aspects of management are fearful of making decisions. *Too much 

is wasted on management meeting and discussions of projects.
1363
1364 Supervisors need training and oversight to ensure they are getting a good example and demonstrating 

ODOT's core values. They need to know treating their employees with respect is critical and that 
disrespect, especially that which is bordering on harassment, will not be tolerated. In the same line, 
managers need to enforce these standards or be subject to punishment themselves.

1365 Cut the fat in management. We need more workers.
1366 ODOT needs to keep ups to standards with equipment. We are way too short of equipment we need 

(Backhoe, excavators, rollers, etc.).
1367
1368
1369
1370 If I didn't have 22+ years in and was new in my career with ODOT I would look for something that pay 

more money with comparable benefits. P.S. Put our I.A.P. back into PERS for employees that were hired 
before I.A.P. was in place.

1371 I enjoy my job and the people I work with. I feel good about the work I do, and provide safe roads for 
motorists. ODOT as a whole is a good organization to work for. At times, things become too political, but 
that is the nature of the business. At this point in my career, I plan on staying with ODOT. If offered more 
pay doing the same thing elsewhere I would probably leave.

1372 1. Professional Engineer 2 positions are limited in number. Many Professional Engineer 1s do difficult 
Professional Engineer 2 work without pay or recognition they deserve. 2. Project development process is 
too complicated for the average person to manage or comprehend. This creates poor recruitment and 
retention in this area. 

1373 Quit giving projects away. Slightly increase staffs, not managers and consultant project managers. 
1374
1375 Length of service awards are currently not worth very much. I think the monetary value needs to be 

increased considerably. Safety awards fall into the same category. Benefits package needs to be held at 
current levels or increased.

1376 More money $$
1377 I would like to know that upper management (dist. Manager, area managers) would back me if I made a 

mistake. I feel a lot of employees are considered guilty until proven innocent.
1378
1379
1380 Staff professional and specialty positions need to be leveled across regions and HQ to provide adequate 

resources for career ladder, quality control reviews, and sustainability/replacements.
1381
1382 Decentralization has reduced efficiency and created a luck of standardization. It is difficult for design 

groups to hold together a diverse enough unit to be independent.
1383 Employees with highly technical jobs are not able to perform their work with adequate quality because 

management does not understand the work/performance needed from that discipline. Also, supporting 
disciplines of highly technical tasks rarely perform their tasks according to the project schedule. This 
significantly compromises the task of the discipline being supported.

1384
1385 We cannot recruit and retain qualified staff at the current level of salary/benefits compensation. Positions 

are going unfilled and more work outsourced to consultants because of this issue.
1386
1387 I fear ODOT has already lost too much that it, as the people of the state, can ever regain.
1388 Get rid of the union. Educate the legislators. An overall view of ODOT by the public needs to change. 

Much of what ODOT gets blamed for is OBDP's doing.
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1389
1390 The standards people in the T-Bldg, often indicate that they would like input from the regions but they 

seem to  refuse to make any changes we suggest which would improve various work processes. They 
seem very stuck in their old ways.

1391
1392 Our retirement has been messed with and not what was promised years ago but our legislators protected 

theirs prior to changing for all others they should be prosecuted right along with Martha Stewart, no 
different than insider trading.

1393 My manager recently told me not to put my family before my job, management has put a lot of stress on 
me just since winter maintenance started. I feel I have been disciplined numerous times for no reason, 
and I would like to know the real reason management has put extra stress on my and my fellow 
employees.

1394
1395 Winter operations ought to consider other states' successful ideas and practices such as speed zone 

control for mountain passes and work zone speed reduction as well. Enforcement has always helped but 
they are being cut back too much and they should be increasing their resources to benefit and support 
the safety of all.

1396
1397
1398 Quit screwing around with our retirement benefits - that is what I'm not sure about in this organization. A 

lot of people I work with are unsure about what our retirement (PERS) will have when we retire.

1399 More training on how to get along with others. Get the type of equipment ask for and updated sooner. 
Extra money for safety item wanted by crew - to try. Heated windshields, coalition avoidance equipment, 
lasers for driving by.

1400
1401 I do not wish to fill out this survey because ODOT is corrupt and I may face repercussions.
1402
1403
1404 More communication from management on how they want jobs done. Instead of waiting till it is done and 

telling you how they wanted done. We need manager's experience in that field not just being the next one 
in line for the job. 

1405 Or ask for input with no interest to listen or implementing ideas. Harrassment while on trial service such 
as remind every day that your on trial service and have no right. 

1406
1407 Managerial staff should display respectful mannerisms during routine interaction with sub-ordinates. 

1408 This is not my first public sector job. ODOT is by far the most corrupt, autocratic, and hostile employer I 
have worked for. Managers are allowed to run rough shod over employees. Management decisions to 
disipline employees are not questioned and HR marches in lock step with the manager whether or not the 
charges are true or false. Manager support their lower managers right or wrong at the expense of fair 
disipline. Any idea not the managers is immediately discarded and if there is any criticism of management 
decisions they will come after your job. 

1409 As far as coworkers go there the best I have worked with but my supervisor and maanger have to be the 
worst that I have ever work for they threat their peple like robos not letting their skill show and what they 
are capable of doing. 

1410 We need up line management to be better involved on problems between managers and employees 
instead of only hearing managements side. 

1411
1412
1413 Thinkg are always changing every week. So when we do forget new material we should have manager 

stand behind us. 
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1414
1415
1416
1417 This crew has improved 1000% but has a long ways to go- new supervisor and coordinator has helped a 

whole lot!!!
1418 Have a top manager that does not enforce his own rules and go by the laws on the books, instead of 

threatening you if you enforce laws that are on the rules and regularities. He will fire you if you enforce a 
law that he doesn't like. Here is a top manager that is in charge of tax collectors and enforcement that 
can't take getting phone calls on an employee enforcing the laws as required and also states he will fire 
anyone who does a survey or confidence on him.

1419
1420 Create a system that would reward employees for not mis-using sick leave. 
1421 Semi annual job performance analysis.
1422
1423
1424
1425
1426
1427 77. Most teamleaders- yes, supervisors-no. 80. Some do, some don’t. 92. They have too much to do and 

have to babysit project managers too much, people should do their own work. 
1428
1429 Budget for training. 
1430
1431 ODOT needs to do a better job identifying employees to advance and do better succession planning 

groom and develop the ODOT leaders of tomorrow today. 
1432 None.
1433
1434
1435
1436
1437
1438 The environment has become oppressive with too many layers of control. Employees feel a lack of  trust 

from their leads and supervisors. 
1439 Too much time, energy, and money spent on reoganizations every 2-3 years, end result is workers doing 

same jobs but reporting to a different box on the organizational chart. No employee input into supervisory 
performance appraisals. 

1440
1441
1442
1443
1444
1445
1446
1447 Get salaries up to compete with the "private" sector.  Especially in the IS area.  It's getting harder and 

harder to find qualified IS staff.
1448
1449 If this study is like most upper management will ignore / rationalize what they don't want to hear 

acknowledge.  While I have it pretty good at DMV source people are, especially in lower level jobs treated 
rather poorly and arbitrarily
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1450 Do not entrust confidential info (especially employee records, files, issues, etc) to line stuff who do not 

have any authorization as a confidential employee.  Even if practically or by long lived practices they don't 
have that duty in their job description they cannot legally or ethically see files know of issues, etc.

1451
1452
1453 Our top manager is very good
1454
1455
1456 My manager and supervisor are very good at what they do, however, they are too nice.  They do not 

address issues with employee tardiness and absenteeism.  This causes resentment from those of us who 
come to work everyday, on time.

1457 Some employees in the department had their education paid for.  Why isn't that option available to more 
and in a fair, well publicized manner.  Seems like certain managers have certain believes on this an dif 
you don't have a manager willing to propose / support you then you are not eligible.  People who have 
worked for the agency and done a good job should be approached by management to see what the 
employees career objectives are.  Provide a fair mentoring partnership with internal and external DOT 
folks if needed 

1458
1459 If you don't train managers properly you set them and the employees up for failure
1460 Immediately supervisor is gem, but the department as a whole can get very bureaucratic over sometimes 

silly things.
1461 My manager Troy Costales and Stacey Johnson are wonderful and supportive of their employees.  It is a 

pleasure working with them.
1462
1463 I have some great co-workers, Katie Phelan is not one of them
1464 n/a
1465
1466
1467
1468 Q1 - awards are available, but that does not mean everybody who deserves one receives one. Q5 - some 

supervisors require project celebrations for every project, not based on how well employees performed.

1469
1470 ODOT promotes diversity regarding race/religion, but those people who might fall into THAT category will 

discriminate against someone else for say, age. Interesting how a person of color might not hire someone 
because they are young (this is from personal experience).

1471 Low-level managers need to have more responsibility and be empowered to make decisions, therefore 
qualifying them for a reclassification. There are also some ridiculous communication rules between field 
services and everyone else. We are only allowed to ask questions of a few non-responsive 
representatives, when the people with the answers are readily available, causes a lag in getting the 
information needed to complete tasks and projects.

1472
1473
1474
1475 When I was hired on as a Tier II employee, I was promised certain retirement condition which I agreed to 

and signed a contract. Now after years of service, ODOT decides to change the agreement and start me 
as a new employee by freezing my PERS account and renaming my retirement account (IAP) and 
deciding not to match my account.

1476 Several times in the past, I was denied training; I was told, "You will not be using these skills in this unit 
therefore we won't send you to these classes." I have a big problem with that. It seems like we are not 
allowed to cross-train and not allowed to advance our careers.
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1477 Construction inspectors work 14-hr days and still get complaints from supervisors about getting work 

done. Let the super match my time.
1478 Go Ducks! Beat the Cougs!
1479
1480 Key areas for Positive Changes (greater impact): 1. Compensation, salary, must be brought up to be 

comparable with other agencies and private salaries. 2. PERS - compensate for loss of money match. 
The 6% currently contributed to the IPA is considered to be in lieu of a raise years ago. This is an 
employee-paid retirement. Since there is no match on this amount, there is no employer contribution to 
retirement. Recommend this be compensated by salary increase.

1481 ODOT has a lot of employees who don't give a damn. There are other employees who do the work of 
several co-workers because the job has to be completed. Performance evaluations are rarely done and 
the 6-month probation period is not utilized to weed out those who can't or won't do the work. Pay at 
ODOT is not comparable to the private sector or other agencies. Getting some of the "near retirement" to 
retire would allow for movement in this stagnant agency.

1482 Overworked and underpaid; no positive reinforcement; contracts in relation to retirement are broken; no 
kudos.

1483
1484 First of all I would like to see the district manager say Hi to all employees instead of ignoring them. 

Second, I want to see my coordinator assign more work and get off the computer. (We as a group do 
maybe 1 hour of work a day due to lack of leadership and overall participation from coordinator.) There is 
a need to improve the work habits of the coordinator either through managers' intervention or disciplinary 
action, I don't know. Fact is: when coordinator is gone and lead work is appointed to someone else, work 
gets done. When coordinator is there, nothing gets done. (We are not getting paid to do his job.)

1485
1486 State government needs to up date its accounting/payroll technology. Paper time sheets are outdated. 

There is technology for construction inspection that would make it more efficient and accurate, and 
deliver a better product.

1487 #1 - I have worked for ODOT for 23 years and these surveys come and go. Employees do not see any 
results of surveys. Does anything change - NO. #2 - Why are we spending money on surveys when all 
employees want is a decent salary? #3 - Why are we spending money out of state on this survey?

1488
1489 Would like to see the results of survey. Why does ODOT train people to move on? Need changes to keep 

employees. Need less consultants. Better experienced consultants. Need to keep our people - we pay too 
much to train people to be able to move on.

1490 1. The construction inspection training now seems to be oriented towards a certification. It has little 
application or use to train a new person to perform. The training and certifications were developed by 
people with minimal input from experienced construction inspectors. 2. ODOT has lost overall by having 
the OTIA programs built and managed by private firm - the cost is higher and overall quality is not there - 
only time will tell how lacking quality these projects are.

1491 Two people that I know of did not participate. They felt that what they were working on would yield more 
results. One is leaving for a similar, but much higher paying job in the private sector. Above the crew 
level, management is considered an impediment to getting the work done.

1492 Train supervisors to be better at managing the people below them.
1493 ODOT has procedures in place (annual reviews) to help take care of issues within each crew/team. I 

don't think that those in supervisory positions are held accountable enough so that the procedures are 
followed. Problems occur and recur because of the lack of performing annual reviews and/or monthly 
reviews of new employees.

1494
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1495 Take this survey VERY, VERY seriously and implement changes to meld management and workers to 

LISTEN & RESPECT one another without THREATS of policy violations that are initiated by ODOT and 
expected to be instantaneously adhered to. ODOT is great at changing the rules to fit their needs, I have 
worked here 26 years and still feel like a piece of toilet paper...totally expendable and replaceable at 
anytime. It is an absolute MYTH and fallacy that ODOT values their employees. If they did, they as an 
agency would show it...the statement is lip service to make new people feel "touchy-feely." Crews should 
be made more aware of future jobs so they can talk with the people involved later...MILLIONS of dollars 
(taxpayers) are wasted by ODOT upper management not getting proper input from the field...the frontline 
managers don't get the word up the chain of command properly.

1496 Due to contact with public, would also be on par with police & firefighters to be able to retire after 25 years
service instead of 30. Our danger level has increased in my time of service by 100%.

1497 ODOT is still a great employer. We are paid well and the benefits are good. However, I don't see us as 
being a place where people "from the outside" want to come and stay. We are overwhelmed with rules, 
we overwork our leaders and the family atmosphere and ownership are greatly diminished. By family 
atmosphere, I mean the camaraderie on crews and between sections.

1498 ODOT is a good, safe place to work. I enjoy my work here and am dedicated. I must work to earn money 
to live on and provide for family. ODOT is lowest paying job I have ever had, I am 51 years old. Main thing
wrong with this job is low pay for vast position descriptions and expectations.

1499
1500
1501
1502 Make it easier for managers to use the dismissal process. If ODOT could easier remove employees that 

need to be removed, all employees would benefit.
1503
1504
1505
1506
1507
1508 Politics play too high of a role in my job duties. It's not what you know, it's you know in career 

advancement.
1509
1510 On page 1-2: I am basing my answers on upper-level management. My immediate supervisors are 

supportive, encourage innovation, creativity and risk-taking. However, this is quashed by upper level 
management. Managers make changes whether needed or not. Sometimes it appears they are taking 
action just to justify their existence. Managers do not seem to be interested in quality, only quantity. They 
focus on wait times and turnaround times rather than quality.

1511
1512
1513
1514
1515
1516 I have been with my unit for a number of years when a supervisor position opened in the unit I applied. 

The manager even though there was a 15 point difference hired an outside male for the position. I also 
had some personal conflicts with this manager which I think results in his decision. 

1517
1518
1519
1520
1521
1522
1523
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1524 Employees attitude toward safety will change when managers take an active role in promoting safety 

coordinator should be held accountable for bad safety practices! 
1525
1526
1527
1528 None.
1529
1530
1531
1532 Need a new govenor, who elts us perform the duties we were hired to do. 
1533
1534 Better pay management support.
1535
1536 As you see the ratings for management is low. I do not feel the problem is in the field but in Salem. 

1537
1538 it is well known my manager needs to retire. Favoritism & discrimination are going on in our area. Upper 

management is trying to deal with it now.
1539 ODOT truly needs to make stronger efforts at fair treatment in the workplace. It is "so" bad here several 

employees have left for other jobs. Nothing ever changes here no matter how many times it is addressed. 
Everything is always swept under the rug. verbal assaults are allowed, threats are allowed, physical 
assaults have been allowed. never changes!

1540 start giving the people who have the time and experience management positions. They are the one with 
the knowledge to get operations accomplished.

1541
1542
1543 better communication through the mgmt to the line workers.
1544
1545
1546
1547
1548 all around ODOT is a good place to work. Over the years I have seen a lot of improvement in safety. I do 

think this should continue. I also think there should be more recognition such as safety awards or dinners 
or something promote safety. More recognition for good employees.

1549
1550
1551
1552 better equipment (newer), more money, pers to come back
1553
1554
1555 If we could lessen the belt straps on firing people, I see too many people only here for themselves and 

not their job. Job 1st! There are lots of people trying for years just to get a SAIR claim big enough to retire 
- those people should be fired instead of being put up with!!

1556
1557 Group discussions on large projects to minimize problems during work tasks.
1558
1559
1560 People in the field, coming face to face with angry people, need some kind of protection. The customers 

are getting angry faster and more often than before.
1561
1562
1563

II-60



Appendix II
Employee Survey Comments

No. COMMENTS
1564
1565 Thank you.
1566
1567
1568 The lack of supervision of local managers, the lack of an avenue to voice concerns above or around 

those managers that is not biased (open door policy). Create a reverse rating system. Workers rate 
supervisors and managers. Results go to their managers (promotes accountability).

1569
1570
1571
1572 ODOT is great! Although the pay is slightly lower than comparable jobs, benefits and environment make 

up for most of it. 
1573
1574
1575 Even though the state has several policies and procedures the management doesn't always promote 

them and they sometimes have a hard time enforcing them. They also claim to have a high sense of 
saftey for tis workers but in my opinion this is candy coated and softy is always addressed like it should 
be. 

1576 The district safety committee is a joke and is only there for window dressing. They do not take safety 
seriously, changing the rules to match policy, regardless of what is actually the "safe" thing to do. 

1577 I have been with ODOT for 13 years and had plans to stay for 30 years, but what ODOT is asking us to 
do as far as work we are not compensated for the amount of time worked. That is why I am now looking 
at moving to a city or county. I plan on getting all the training I can from ODOT and then leave for 
something better. 

1578
1579
1580
1581 ODOT needs to look into and seriously consider raising the pay rate to compare with other government 

agencies that do similar work. ODOT is losing a lot of good people to the city's and counties. Either 
ODOT doesn't care or the effort is not there. Both are very sad excuses! People who work on the 
freeways and highways are getting paid less than people who work on city streets and rural country 
roads!  Something isn't right here. . . 

1582 This is a very easy job physically speaking and some people seem to get lazy and people who do not 
wish to be known as the stereotypical government worker will just naturally do more, so it is a little 
disheartening when the person who does less gets paid as much and good as perks, just because he has 
enough time to advance we need programs to recognize the harder workers, by advancing the faster, that 
is the incentive most private employers use and it works. 

1583 More communication between managers and employees everything is like a big secret until the last 
minute and more money for people that work nights 50 cents is a slap in the face to anybody that is trying 
to change there schedule for a job. Thank you!!!

1584
1585
1586
1587
1588
1589
1590 Train managers to communicate with each other and crew members.
1591
1592
1593
1594
1595
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1596
1597 Our region is like a house of cards regarding staffing - sometimes we do not have enough training 

employees to keep the offices scheduling time off is stressed and time consuming for supervisors and 
employees feel guilty when they are ill and need to stay home because the addition work and stress to co-
workers.

1598
1599 Overall, it is a great place. But the T-building needs major renovation.  I sometimes have to leave my 

"cube".  Because the ventilation is so bad. Thank you. JC
1600
1601
1602 I will most likely retire working here at ODOT. 
1603
1604 This type of individual opinion from employees is important but what is done with it is even more 

important.
1605
1606 Please, do not make changes to the retirement system anymore.
1607 Contracted work seems to cost more and reduces the work for established units. ADU ODBP and OTIA 

have taken good employees, cost more in design build and outside project management appears to have 
reduced the quality of construction. This will result in higher cost and lower public opinion in the long run. 
It also sends money and jobs out of state. 

1608
1609
1610 The needs to be a better process of training individuals that want to advance into management within 

ODOT. In some areas of the state training is offered but not in other parts. More attention to up and 
coming managers, getting them ready for management. 

1611
1612 I just find it sad that I work for the state as a single parent and can't afford to survive. I'm on foodstamps. 

1613 It seems many managers, especially on the white collar side of ODOT are rewarded for union- busting 
strategies. Many-very many white collar ODOT managers did not come from within ODOT. There is no 
progressive career path for while collar ODOT. Highway section crews are managed by transportation 
maintenance managers (TMMs). TMMs have recently had their job descriptions rewritten classwide 
(reclassification). Many present TMMs could not meet the new requirements. they are good TMMs but 
they would not have, could not have been hired under the proposed reclassification. Futhermore, up to 
the present time, working on a highway section crew was one of the few places where a people could 
work their way into management (40%). Currently no one on a section crew could become a TMM (as 
proposed job description is written) based on work experience in ODOT. 

1614
1615
1616
1617
1618 Restructure your interview process.
1619 don’t place so much emphasis on interviews. I have seen instances where a qualified applicant is passed 

over for someone with less experience but "better interview skills" with bad consequences including 
demoting the person when they can't perform the duties required of the job.

1620 The blow to our retirement system has been the most discouraging thing to deal with it will affect many 
folks negatively who retire in the years to come. 

1621
1622 Bring back some of th employee recognition programs. Safety awards, excellence awards, etc. Make 

employees feel more appreciated for the work they do. 
1623
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1624 Separate supervisor/manager questions, answers would be different. Employees not treated equally or 

given some opportunities. Supervisors not equal in treatment. 
1625 ODOT is a great place to work in terms of opportunity- training management is often not consistent and 

priorities change constantly which impacts our ability to be productive. Management allows constant 
interruptions and multiple assignments fragment staff.

1626
1627 The harder you work and the more competent you are the more work you get.  We have a lot of dead 

weight (slackers or no skill or negative personalities) and it makes it hard to get work done.  We contract 
out a lot, so I am overseeing people who make a lot more money.  I have to keep all levels of 
management in the loop in order to get things done.  It is very inefficient. 

1628 My biggest frustration at my work place is a handful of antagonistic employees who seem to be coddled.  
These employees are rude, disrespectful and negative; they suck energy and enthusiasm from everyone 
around them.  Instead of making these people shape up other employees are encouraged to avoid the 
negative ones.  Its discouraging to keep appeasing these people.

1629 Too much chaff. Too many underperforming or socially incompetent coworkers that impede project 
progress rather than contribute.

1630
1631 Some DMV field manager's use FMLA / OFLA as a reason to discriminate against employees and this is 

overlooked or unknown to the "upper management" Employees are treated differently depending on who 
they are - health causes are discussed openly with others (specifically the current NW Region Manager) 
just because she is a manager it doesn't mean she is truthful - talk with some of the employees.

1632
1633 More employees in field with better pay
1634 Way to many chiefs and not enough Indians.  Managers being promoted into jobs they have no reason 

being in.  No experience / training
1635 n/a
1636
1637 We are under too many rules, regulations, policies, and procedures to get our work done, effectively and 

safely.  People within our upper safety team and mng. Team does not realize all the ways of doing 
business at this time does not make our job better, safer or easier mainly because their people do not 
understand mgmt work and how it needs to be done.

1638 Would like to see better advancement of wages to individuals based on work performance rather than on 
time employed

1639 ODOT should come with their own Environmental policies that truly balance environmental needs.  Public 
needs and true long term environmentally sound practices.  Winter or emergency maintenance schedules 
should have a more common sense approach to accommodate employees who basically give up their 
personal life public safety

1640 Though my career with ODOT I don't understand why the flip flop in maintenance employees numbers 
have gone down and office clerical position have gone up.  My personal opinion is this is wrong.

1641
1642
1643
1644 I am very dissatisfied with retirement changes and rate of pay.
1645 I work with a high quality team. There are a frew issues with our maangement theam making changes in 

our team and are not handling it in a professional way. Information is being passed to the inapporpriate 
people. Which is stepping on some toes. The moral in our office is sour with a few members. But overall I 
really enjoy my job and the people I work with. 

1646 I believe ODOT is a great place to work and build a career, but once folks get training they go to the 
private sector for better wages and advancement opportunities. 

1647
1648 Should orientate move to personal experiences and observations. 
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1649
1650
1651
1652
1653
1654 I believe we (ODOT) have incredible TALENT in our existing employees. If EXEC management wanted to 

they could expect all managers in ODOT to challenge their staff. If that happened, ODOT would keep 
people and unleach all energy. Just "get by" now!

1655 This organization has far too many "chiefs" and not nearly enough "Indians." 
1656
1657 I would like to see that all employees were required to do a fair amount of work and to work with others 

without problems. And if that could not be done, they should not be left around. I think that at ODOT 
some people don't try very hard because they know that nothing will happen to them if they don't.

1658 Do away with the good-ole-boys club within upper management. If safety is #1 put people in Bruce and 
Dan's job that know what they are talking about. Put a 3rd of District 5 on a work plan.

1659 We are grossly understaffed. We can't do more with less people than we had 20 years ago.
1660
1661 I work on a 2-person crew. My partner continues to disobey PPE safety every day we work together. He 

knows better and is even on the district safety committee. He is not being disciplined and he is my 
coordinator! He should be setting an example for me! I try to go by ODOT policies regarding PPE.

1662 I get the feeling ODOT says safety first but really means, safety first if convenient.
1663 More politics and empire building instead of true problem-solving than any other employer I have ever 

worked for.
1664
1665
1666 If I left ODOT, which I have been considering, it would be because of the frantic pace of my days just 

trying to keep up with basic work. I am a high-energy person, do not take breaks and am not lazy and I 
have 8-10 projects I am doing all at once. I am reacting, not really thinking things through - red flag!!!

1667
1668
1669 I don't think some ODOT staff appreciate how good they've got it here. How can we work to increase staff 

appreciation of the security and benefits and opportunities we're presented with every day?

1670 Executive management does not appear to demonstrate the organizational values that are stated by 
ODOT. Kathryn Ryan is allowed to speak only to get people fired and defame people's credibility and 
harass staff. Mike Marsh was well aware of this behavior and did nothing to resolve it. Exec. Mgmt. 
should demonstrate good management of personnel problems.

1671
1672 Quit taking the human side out of the equation - people are not robots - you have the diversity in the 

workplace policy but when it comes to personalities you want everyone to be the same.
1673 I am concerned about the current "brain drain" in ODOT - long-term employees are leaving for better pay 

with contractors and consultants and people are retiring earlier. ODOT is losing al lot of institutional 
knowledge.
Get rid of online new employee orientation.

1674 I truly like my job. Too bad others on my team don't feel the same way.
1675
1676
1677
1678
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1679 There is very little communication on goals, direction, future vision, what's happening at exec or other 

staff- where are we going. Managers have too many things on plate, lots of stuff falling through cracks. 
Too many expectations for positions. Too much emphasis on OTIA,  rest of agency, no respect. 

1680
1681 Overall, my experience at ODOT has been overwhelmingly positive. Throughout my employment here, I 

feel I have been given the tools, resources and environment I needed to succeed, with excellent results. 
My observation is that managers here do the best they can for employees with the resources they have. I 
take pride in representing my agency when meeting with others.

1682 I believe communication is very lacking at ODOT. Info does not get passed from management down.

1683 There is way too much waste of time, effort, and resources at ODOT. Much of it comes from too many 
rules imposed on ourselves to "cover our asses." Private sector thinks we are a total joke with all of the 
useless rules and regulations and waste.

1684
1685
1686 In all, ODOT is a very good supportive place to work, but the wages are far below standards.
1687
1688 ODOT needs to reduce the amount of top-level management, what do these people do? No one is held 

accountable for their positions.
1689
1690
1691 It's hard to get a good job done when we can't work on the highway during the daytime - can't see to do a 

good job at night. Seems like a lot of work seems to be pushed onto the night shift - it keeps getting a 
bigger work load and less on days. We seem to be glorified trash pickers. We seem to help others in 
these sections but no one helps us.

1692 Start trusting employees again. Remove red tape. Let's stop driving for everybody.
1693 Quit trying to fix things that are not broken. We should not keep trying to drive for everyone. Let's give the 

traveling public some credit that they can think for themselves.
1694
1695 We need to stop lowing crew positions, we can't keep up with what needs doing. We need to add some 

positions for the amount of work and traffic volumes we have to keep up with and do our job safely. This 
mindset about doing more with less is crazy, the crew morale is very low and stressed out trying to keep 
up.

1696
1697
1698 We need to cap consultant usage at a lower level than currently. I wis hwe could hire more staff instead 

of consulting- it would be cheaper in the long run and quality would improve, especially if we could recruit 
the gifted young engineers which haven't done in a long time. 

1699 I am old enough and have enough years in to retire. I am working because I enjoy my job and have a 
good supervisor. ODOT is not a perfect organization that has been demonstrated by the fiasco called the 
"reorganization." Overall it is a good place to work. Even though management sometimes appears to 
have some strange concepts of effeciency, I enjoy my little nicke and will remain for a while longer. 

1700
1701 Overall , I have greatly enjoyed my experience here at ODOT. I am greatful for my co-workers and friends 

here at ODOT. I must admit it has become very difficult here since the reorganizal changes. 
1702 Need additional positions for ODOT to reduce existing workload on employees. Additional employees 

deliver a higher quality product with less expense to the state than consulted out work. Consultant work 
often redone because inadequate staffing to review work thoroughly. 
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1703 I personally conducted a salary survey with a consultant contracts to compare ODOT salaries with 

consultants in most cases ODOT staff lagged consultants by 40-50%, ODOT can not compete with 
consultants for qualified people at the current rates. PERs is now below what is available from most 
consultants again ODOT can not compete for managers or professional staff. The reorganization has left 
huge holes in our project development process, in many cases there is one or no person to do specific 
task or no one to train the new person. In the next 5 years ODOT will lose the remaining institutional 
knowledge this organization will no longer be able to function, if things are not changed to retain and 
recruit. 

1704
1705
1706 Too much waste in ODOT. Are we here to keep people and frieght moving in Oregon or are we here to 

keep people employed?
1707
1708
1709 I have found there to be little or no accountability at ODOT. There seems to be a lot of descrimination and 

employees are not held to anything like a reasonable level of professionalism. Despite the fact employees 
are required to complete ethics training there is a general lack of ethics displayed on a daily basis, 
sometimes even in the ethics classes. I have worked at many places and I consider my employment with 
ODOT to be a low point in my career. 

1710 Management loves secrets, gives them power. My direct supervisor shows favoritism and will lie to make 
him look good. And also doesn’t not remember agreements made. 

1711 Even if supervisors are open to work enhancements and some limited level of innocation, the larger 
culture at ODOT is not at all conducive to improvement and change. 

1712 This agency has a knack for repressing all creativity in it's employee's. Make working here distasteful. If it 
wasn't for the fact I'm in Tier 1 of PERs and so close to 30 years I'd be gone. 

1713 ODOT is still just a big highway department. It is not looking to the time when multi-modal transportation 
will be vital.

1714
1715
1716
1717
1718 I think ODOT needs to lighten up on their email and internet policies. In the "real world" people can use 

email for personal use without fear. Many sites on the internet tha tI could have used for my job were 
blocked. As long as our work gets done well and on time what difference foes it make if we email?

1719 Some co-workers do not have neough work or there is not enough emphasis in getting it done (too much 
leway in "deadlines"). This means there is way too much unrelated to work activity. The noise level of 
people talking about topics only marginally related to work or completely removed is way too high. This 
totally interferes with my own performance. 

1720
1721 My previous job in ODOT was too high stress, too much workload for the amount of employees without a 

manager willing to help or change that. My current job with ODOT (9 months) there is not enough work 
and most days I'm bored with no work. Our supervisor doesn't get full support from upper management. 
Co-workers spend time  gabbing and complaining and then resolving to finish work. In 9 months I haven't 
had one performance review, which by contract I should've had  some during the first 6 months. Overall 
ODOT is not staffed for the workload, workload is not managed well. Dont really like it here but have to 
pay the bills. 

1722 Management in ODOT ranges from the very good to complete incompetence. I am fortunate to be 
working for one of the very good now, but have tollerated the incompetent and executive management 
failed to act. 
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1723 City of Salem is paying more for similar jobs! Also hiring bonus- $1K!!! Must increase real income of 

present workers- also Coli's too low- 12% of wage erosion due to low Coli's in last 10 years. Must install 
an adjustable Coli to compensate the current market volitility. 

1724 I love my job and ODOT is great!
1725 This organization needs a rudder that managers are willing to hold onto and support. 
1726 ODOT has lost its focus. We rely only upon timely delivery of projects, and no longer care about 

managing scope, budget or quality. This quality of plans and specs are trouble. Contractors laugh at us 
and call our plans "cartoons." We send plans out to bid that are incomplete and result in claims. Ths 
public is not getting the most for their tax dollars. Management cares only about delivery on time, not 
quality.

1727 Morale is very low due to treatment of good employees by management with unethical behavior. 
1728 Manager pay is too low to attract good managerial candidates. 
1729 Instructions on how to take survey not needed. We are not children. 
1730
1731
1732 Employees need to be held accountable for lack of performance. 
1733 Reduce numbers of people per supervisor. 
1734 No matter what new working relationships, organizations are used (i.e. ODBP) it is always called a 

success. When in reality, employees see problems or failures.
1735
1736
1737
1738
1739
1740
1741 if ways could be found to offer employees more development opps. At the local level it would be 

beneficial. Also, too often advancement opps. Are being filled from the public sector. It is difficult I am 
sure for employees to feel valued by the department when advancements are filled from outside the 
organization. i think this speaks volumes about a lack of internal training.

1742
1743
1744
1745 managers need to delegate & give more opportunities for employees to develop & advance by learning (--

-----?) & actually doing stuff. Employee development should be emphasized and  sharing of information is 
critical.

1746 need to have comment sections after each question. Some questions are hard to answer. The suggested 
idea is started but never completed in several practices at my work place.

1747
1748
1749
1750
1751
1752 with rare exception, the managers at DMV are not well suited for their positions. The ones that are good 

at their job are quickly gotten rid off. The joke with employees is if a manager is screwing up, quickly 
promote them. Managers are allowed to treat employees badly. until our union steps in. I don't think lorna 
realizes that when she treats people badly that she is setting an example for her managers to follow and 
they do.

1753
1754 communication between sop/emp still lack in some areas. Only certain employees know what's going on 

before the job ( needs to be worked on) employee & sup behavior need to be more at section level. 
Always need improvement.

1755
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1756 your survey does nothing, except is used to hammer good people for speaking out. Thank you anyway. 

Good day.
1757 we have a problem with not being able to get rid of employees who don’t do their job and are a detriment 

to the crew. Which bring moral and attitudes down.
1758 better job planning + time management.
1759
1760
1761 please take a look at what level female employees are being developed. Chances are in district 4, you 

won't find any that are operating any kind of heavy equipment such as back hoes, track hoes or graders.

1762
1763 I disagree with the way training opportunities are approved. It should be the same across the board right 

now it is up to the individual manager as to what training or developmental programs you can go to, so 
what this does is if you are doing a good job and the manger wants to keep you. all he has to do is deny 
an opportunity. this is also with small crews where every person is needed to get the job done. I think that 
ODOT needs to provide more developmental and cross training opportunities.

1764
1765 Good place to work, need to educate public on how to keep ODOT employees safe on the roads.  Worst 

part of maintenance job is worrying when the traveling public will crash into us.
1766 Question #13 (Innovation) I think it needs to be reworded
1767
1768
1769
1770 It has been very dis-heartening to me with more than 25 years with the organization to see our PERS 

system to take such a hit.  The system in place now with IAP system implemented will and has impacted 
my retirement plans.  If I did not have so many years with ODOT, I'd seriously consider changing jobs.

1771 The issue of our retirement is pathetic - PERS or ODOT promised us one thing when things went bad 
because of poor management or poor foresight we suffer or our retirement suffer

1772
1773
1774 The recent salary freeze still has an impact on attitude performance of the "newer" employees and has a 

ripple effect throughout the agency.  Again an improvement in salary statewide demonstrated agency 
support of employees, it would be wise of ODOT to invest as much intent in staff as with environment 
issues, etc.  Employees should feel loyal to the agency statewide, why is ODOT just a training ground for 
other municipalities, etc credibility is an issue

1775
1776 As a new employee I see a lot of problems between the older and employees and the younger 

employees, and a lot of conflict with them and their supervisor
1777
1778
1779 Have worked with three different agencies and ODOT strikes me as the best managed and most 

professional of all three.  Many of my answers are colored by the fact that I have a very professional 
competent manager.  I know of other employees who may not rate their experience with management as 
high.

1780 I like working at DMV very much.  I have stayed here the longest because I like what I do here.
1781
1782
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1783 * Stop playing favorites

* Bullies as managers don't work
* Stop silencing staff with veiled threats - Donnell
* Your opinion as a managers isn't always right  - Donnell
* The team lead program at OPO is a complete failure
* The "click" scene went out with high school - treat all staff equally

1784 Retirement is the reason I would leave ODOT
1785
1786 Allow employees to feel safe with reporting bad conditions or people
1787 I would like to see mgmt review other areas that encourage an employee as in bargaining, e.g. more 

vacation and sick leave to help relax and lessen stress since workloads are getting heavier and given 
less pay to provide good quality work.

1788 Manager could be a little more friendly.  She can be rude, hangs up on me when I call in sick.  Not very 
understanding about certain situations.  Looks down her nose at people

1789 Stress the importance to managers that you should not lead by trying to make everyone happy all the 
time.  It is just impossible.  Any attempt in the long run will just make more people unhappy.

1790 Updated equipment would be a great help.  Wrist rests for all computers, chairs and counters that don’t 
hurt our backs

1791 Would like to see our focus on Professionalism, but must be team building atmosphere.
1792
1793 Better management training less hierarchical structure.  More encouragement of individual employee skill 

sets.  More positive feedback.  Way less control.  Supervisors should actually have skills to supervise

1794 It is completely ridiculous that something hasn't been done about the cold in our specific work zone.  This 
problem has gone on for years and years and yet we are not allowed heaters.  The problem is so bad it 
has unfortunately affected my attitude.  I want to enjoy my work day.

1795
1796 As I am sure everyone is aware, it not just retention that needs to be raised but also hiring good people.  

There will be a mass exodus from state government in the next 10 years and not many people to fill those 
jobs.  And those available may not be qualified. Need to start looking hard at how we prepare employees 
to step into mgt positions and how do we hire new employees.  I don't think the old ways are going to 
work.  Need to be creative to get people to want to come to work for ODOT.

1797 Having worked for several state agencies I believe DMV is very poorly managed.  Employees are not 
generally treated as second class citizens and are not recognized or valued as they should be.  DMV 
management makes many decisions in a vacuum and makes employees feel intimidated.  Bottom line - 
"us and them" mentality, talk the talk but don't walk the walk.

1798 The only time my issues are taken seriously is if I address them in my role as a union steward.  Otherwise 
they are disdainfully dismissed

1799
1800 Overall most areas are anxious to do a good job and work very cooperatively as a team - but there are 

those (specific people) that don't - are disruptive to positive efforts and accomplishments that turn things 
sour.  At times you feel hostage to those in order to get things done.

1801 This survey was clearly written and approved by highway people.  Question #23 refers only to the "region"
I work in.  I don't work in a region, I work in a division.  Someday I would like to see one of these things 
explicitly exclude highway and see how they like it.  That's the biggest problem with ODOT - the huge gap 
between highway and the rest of us especially DMV.

1802
1803
1804 My main point is folks in supervising positions need to communicate with employees.  No communication 

= no trust and causes rumors.  Additional attention really needs to be given to those who have the ability 
to work off site but are not allowed.  The governor advocates for the family friendly work environment but 
ODOT is not reflective of that.
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1805 The way this survey was administered was demeaning and silly.  We are adults not school children

1806 The way the survey was administered seemed juvenile and demeaning
1807 I like it here, but there's no where to grow
1808
1809 It also take too much time to get decisions made that projects require to move ahead quickly
1810 I don't like the general questions about how overall management or employees may be doing, it's hard to 

know what happens in other work areas to try and generalize my answer
1811 It positions are over paid - too many positions seem to be over paid and under worked Especially IS5, IS7 

and IS8
1812 I truly enjoy my job.  The hardest part of my job is dealing with unprofessional co-workers and the worst 

boss of all time.  There is no employee opportunity to advance.  Employee faults are broadcast to all and 
all mistakes are visited time and again.  The worst workers are protected and receive no reprimands.  
They produce bad product and foster ill ease and resentment.

1813 Recently have seen a real jump in classifications "classification inflation".  The overall classification 
system has become rather top heavy these days we have tons of range 27's and 30's, also, 
reclassification actions are (should be) based on duties of positions not who occupies the position.

1814
1815 Union contracts for PPE degrades agency ability to properly provide for PPE for agency
1816 Employees at all levels have too much work and are under high political scrutiny, managers often are too 

busy to involve employees about discussions that impact their work.  Employees no longer feel that their 
work is valued and supported as when I began here 10 years ago.  The pride of working for the public 
and the positive work culture has gradually been eroding

1817
1818 ODOT needs to buy better quality EQ - Needs to use employees skill to the best advantage need to get 

the right EQ  For the job and have real training for the employee that teaches how to use the EQ not just 
feel good training so that they can say the employee has been trained

1819
1820
1821 They should tell you the truth.  About the pay and not make you think the job pays more if you know  

more.  Then you have turned down other jobs now forced to take this job.  My hope is I will get advance 
pay jump? I will see.

1822 Maintenance needs more funding, we are asked to perform at a high level service but every year our flat 
budget looses ground to inflation, materials and fuel cost, equipment cost…which leaves us with less 
money to maintain our road structures

1823
1824
1825 We're losing ground very low raises and higher co-pays on medical prescription.
1826
1827 I would like to see some leadership classes give so if you wanted to move up in the future it would be 

helpful
1828 On your survey, you ask a lot about team leaders we don't have those titles here in Region 5, we have 

managers / coordinators
1829
1830
1831
1832 Customer service training for all employees
1833 I am worried about employee safety - perspective of security we handle a lot of cash and I am worried 

about being robbed and shot.  Drive exams also dangerous we've had a lot of injuries due to accidents - 
should be some sort of compensation above and beyond.
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1834 There is great fear in completing this survey in the ranks.  Workers need the job and benefits.  Retaliation 

from Salem managers is very real.  Problems appear to be handled differently for certain people.

1835 I believe that something needs to be done in regards to how problems are handled within out 
Department. Whether it be an issue between employees or an issue of an individual employee's work 
performance. There is a huge problem here with people NOT doing their job correctly and nothing is done 
about it.

1836 There seems to be a bigger disconnect between units located within Salem and those outside of Salem. 
When I was based in Salem, there was contact and connectivity with managers above my direct 
manager. I have been in Woodburn for 7 months and no manager other than my direct manager has 
taken the time to attend a crew meeting. The information that these managers could present could help 
to locate or provide a bigger picture within ODOT.

1837
1838 1. Management in Salem "makes a place" for friends that should be fired for cause. Todd Raska, Neil 

Byrne.
2. In-depth customer related classes "style metrics 2/3 day long" type classes should still be offered. How 
to improve my conversation/productivity with a customer. How do I come across - what does the 
customer need?
3. Mission statement changed with no input or feedback. We no longer are there to protect people or 
property.
4. Women are not promoted or hired for management positions enough.
5. Attitude that "if you have to look up a regulation, it's not worthy of enforcement" is bad.
6. My current district manager is one of the few that shows a moral and work ethic that continually reflects 
a high character and principled person.
7. Higher Salem management does not let their District Managers make value decisions on new hires - 
they don't appear to trust the managers they have hired.

1839
1840 I used to love coming to work. A serious disconnect exists between supervisor and staff. Doesn't walk the 

talk. Meets self-imposed performance expectations (numbers) but does not follow policy or safe 
operating practices. Does not value more involved customer-based interactions - if they take more time 
(they always do). Requests input, dissenting opinion but does not earnestly/honestly consider it. Multiple 
years - my (1) equal colleague and both fail to meet the #s but goals are not reconstructed nor other 
tasks reduced. Very disheartening to be set up to fail.

1841 As I get older, it is more difficult to deal with the shift changes (monthly) and the stress level associated 
with dealing with the public (citations, safety inspections, irate drivers). My health is too important. 
Management is not open to adjusting work schedules or teams to facilitate better working conditions. 
TOO BAD.

1842 Re. union employees: since the state has diminished PERS retirement programs i.e. Tier 1 and 2 and 
come up with Tier 3 and IAP, the final benefits is approx. 60% pay after 30 years of service and begin to 
pay your own medical if you retire - very grim if you don't have a big salary! More productivity is 
demanded, management doesn't seem to get it, we don't have a good package anymore.

1843
1844 Equal treatment to all.
1845 Give back our lights for stopping bad guys or make us part of the state police.
1846 Motor carrier officers should be included in the police/fire retirement system. Management will not support 

this. They act like the monies are going to come from their pockets. We all have the same job description 
and some of the team i.e. half are day shift only M-F whereas the rest of us do all the weekend and 
nights. Seniority is not a factor either.

1847
1848
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1849 Upper management are not skilled leaders. The project development group does not know its role and 

responsibilities. Managers allow their employees to challenge them because they do not have the skill 
sets that are necessary to maintain "order in the ranks." Managers are poorly skilled. They need 
management training.

1850
1851
1852 I would like to see ODOT take care of the people that have put their heart and soul into working at ODOT. 

It's not just the money $, it used to be a fun place to work and I enjoyed it. Now it's harder each day to go 
to work, just ask the people that are leaving for more $, etc. Thanks for your time.

1853
1854
1855 The people are great but the organization is crashing due to political meddling and some mis-

management.
1856
1857
1858 I think this survey is a waste of the public's resources!
1859
1860
1861
1862
1863
1864 We need to be more competitive with wages. ODOT employees need to feel like the work they do is 

necessary and appreciated.
1865 With ODOT having such a good grasp on technology, I would think the state "payroll" system and reports 

could have been updated. Having real time (not behind by a month) would solve so money issues and 
save so much time and hassle. Just a thought!

1866 compensation, benefits, rewards should be handed out in a fair fashion.
1867
1868
1869
1870 Top management may know big picture stuff but they do not know the effort to accomplish what they 

want. And they change direction on the rank and file without informing or getting input, and without 
understanding ramifications.

1871
1872
1873 The benefit package is great! If the pay would come up to match the city and county this would make this 

job much better.
1874
1875
1876 Better pay makes for happier workers!! At least be comparable to city or county workers.
1877 People who work hard and go well above the standard need to be recognized. Also employees' 

backgrounds, education, work ethic and ability to accept change needs to be looked at for promotions 
and career advancement.

1878 ODOT needs to update the pay scale so they don't lose the good people they have.
1879 Using the term safety in the same sentence with ODOT is a joke! The ODOT safety supervisor/manager 

should be terminated and replaced with someone less corrupt!
1880 first of all, I have no expectations or hopes as pertain to what may come out of this survey. As an 

American citizen and taxpayer I cannot help but to feel let down and dismayed by what I have seen since 
coming to work for ODOT. 90% of the problems a direct result of management. They say what they 
perceive to be right but it's dangerous lies. They didn't even follow the instructions for administering this 
survey.
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1881 Re-organization of PERS has lowered my retirement and I have to work and years longer to retire with 

what I had before. Should make Tier 1 PERS $ available for employees to re-invest somewhere else.

1882
1883
1884
1885
1886
1887 Encourage team collaboration with SDC. Put a variety of people on one team to interact with SDC. Build 

a relationship.
1888 ODOT has taken a big hit with the advent of the state computer consolidation. While I can see the 

reasoning behind it, it was also very politically driven, thereby becoming a detriment to over productivity. 
There is the idea that return on investment in the consolidation will be quick, but that is not the case. As a 
result, we have lost a lot of good people and resources and it's difficult to provide quality service in the 
manner to which we are accustomed. This has colored how we feel about our work.

1889
1890 We have lots of management staff people that do not have the maturity or people skills to lead the 

frontline folks. The personal agenda items take precedence over the agency needs.
1891
1892 3 hour call-time plus hours worked when working on your day off would have 99% attendance for calling.

1893 I enjoy working for ODOT. The management in my section does a great job!
1894
1895 I am continually in the dark about policy and decisions that are made that affect me and my programs - 

information does not "trickle down" to my level very often so I feel like I am operating in a vacuum. I would 
appreciate more direction from my supervisor on where he wants some of my programs to go.

1896
1897 Technical Services works well together. There are still problems between Technical Services and region 

stuff - poorly defined roles and responsibilities and unprofessional behavior on the part of regional staff in 
working together.

1898 Many managers make decisions about staffing and work assignments that are unfair and without 
consulting with existing staff. It's viewed as unsupportive. There is nowhere for me to advance in my job 
without moving into management and losing my technical interests.

1899
1900 Competition for employees is with the private sector and local government because they pay better.

1901 I am disappoint in management. In past winters, I have worked night shift with hardly any OT. This past 
winter due to our manager, an employee got 150 hours of OT in 3 months and I believe 6 changes of shift 
for PPT sometimes running several days OT in a row. I believe this was one of the poorest judgment calls 
I have experienced since I have been here but the employee had gone to management 3 times about 
overtime. Quite often we are not informed about things or overlooked because someone is a favorite but I 
truly enjoy my job and there are always ups and down to everything!

1902
1903
1904
1905 I'm tired of District 4 management always blaming problems on workers. Your problem lies in 

management. If managers would try to keep their crews going smoothly, they would be rewarded twofold 
in production and morale.

1906
1907
1908
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1909 I feel that we should not have to fight for 4 tens. To encourage crew morale, it should be a reward for 

working hard through the winter.
1910
1911 My manager terrorizes this crew. HR has been here several times and they are ineffective. He steals 

time, does not report leave time, several of us have tracked his comings and goings and reported this 
evidence to his superiors only to have him notified of those of us reporting on him. Most here are afraid of 
him, he has threatened to pay someone to come to your home and poison pets. There is no stopping this 
guy. He has tried to get several of us fired by creating false safety issues/incidents. He has personally 
trashed our reputations to upper management - several of these people have a negative opinion of 
certain crew without even meeting them. I was reprimanded for "sleeping" on the job. My fellow co-worker 
spoke up in my defense but to no avail - an email was sent out en masse to all higher management that I 
was asleep. Even after proving that was false, nothing was done to restore my reputation.

1912
1913
1914
1915 My job would be more effective if I could adjust my schedule with the changing traffic conditions, summer 

is a busy time, winter is slow. I need to work 4 ten-hr days, Fri-Mon in the summer; 5 8-hr days in winter, 
with ability to adjust hours to holidays and special events. And in winter, be able to schedule at least Sun-
Monday OFF because it is the slow time for my position due to traffic.
I have worked in highway maintenance for approximately 25 years, Kansas Department of Transportation 
foreman for 5 years, Arizona Dept. of Transportation assistant foreman for 4 years. In my opinion there is 
too much middle management in ODOT. In KDOT I had one manager to answer to, ARZ was the same 
way - I work on a largely 3-man crew here, and one of them is a coordinator who in turn answers to a 
manager who has a person over him, so for a 2-man crew, we have 3 supervisors. That is way too much 
leadership.

1916
1917 ODOT has some wonderful qualities - most of the people I work with are helpful and respectful and have 

incredible pride in their work.
1918 ODOT has some of the finest people I have ever worked with, but it does have a few bad apples as does 

any organization. There is not an easy fix to this but ODOT needs to recognize this and actively try to do 
something about it at both the management level and below. It only takes one bad manager to make an 
entire crew unhappy and look bad.

1919 ODOT will lose all its engineers and tech staff without a 20%+  $ increase.
1920 Make sure you are working with folks to replace you when you retire
1921 I believe region-level management has no idea of the real work. I believe they should get out and find out 

during an event and there would be much less second-guessing. Do not be so anxious to hammer but to 
help.

1922
1923 In R2 managers at all levels in fear of crossing the Region Manager in some way and suffering the 

results. Managers are not encouraged to be innovative or to think independently. They are expected to  
be "yes men" to the region manager. Those who disagree pay for it. Most mid-managers who are able 
are counting the days until they can leave.

1924
1925
1926 We had a labor/management meeting and I was present at that. We have another in June, when I put 

this up on the grease board the first thing that was written up was Replace District 4 Management so it's 
not just me that feels this way about management.

1927
1928
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1929 Rewards and recognition is governed by the area manager Vivian Payne and if she does not like you, you 

will get nothing and go nowhere. Innovation- only applies if it is Vivian's idea. Leadership- Vivian's crew is 
jumping ship. Fairness- Letters of concern are issued to you if you voice your opinion. Communication- 
Matt Garrett is providing ODOT employees with a voice. Thank you. Involvement- Vivian has the only say.
Resources- 2816 is over micromanaged. 

1930 On training my responses are based on my previous position. After coming to the highway division 
numerous training and career development opportunities have been provided. This was not the case at 
the motor carrier division. Any career development or non-mandated training took place outside of work 
at the employees expense. A "somewhat agree" category would've been nice. 

1931 Stop hiring "yes men and women" for management. Stop sweeping problems (lack of resources) under 
the rug. If management continues to look the other way ot not admit theres a problem, it wont be solved. 
When outsourcing cost 20%+ for delivery, it is not the best for the tax payers. 

1932 It seems to me that ODOT in general is more reactive than proactive. Manager are more show for the 
public than doing what makes sense. Also 10 hour shift over 8 hour shift would be more logical for our 
crew. 

1933 Open communication on important issues.
1934
1935
1936 Efficieny Is not promoted at upper levels of ODOT. News ideas and technologies are not adequately 

pursed. This could save money and increase efficient use of tax dollars. 
1937 Pay increases should be based on performance of productivity and not just once a year because you 

worked a year. Special merit increase should be Ok'ed by manager not DAS because we work in a lot 
more dangerous environment!

1938
1939 It seems that Matt Garrett and Doug Tindall have a great vision for what ODOT needs to do. They now 

need to make the necessary changes (especially in Reg. 2) to get ODOT re-focused. As little as 5 years 
ago ODOT was an elite organization. 10 years ago everyone wanted to be part of ODOT, especially new 
college graduates. I was one of them in 1995. ODOT has lost their status as being elite. It is time to 
regain that status be changing the managers, they give ODOT a bad name. 

1940 ODOT needs to take a hard look at the products consultants are producing. We pay a lot of money to 
consultants for incomplete, poorly designed projects. ODOT maybe feeding the economy by providing 
work to the public but ODOT is paying a high price to complete, fix or redesign the consultants produces. 
I think the public would be apalled by the dollars being spent to "feed" the economy, if ODOT continues to 
use consultants that ODOT needs to develope higher standards for consultant products and better ODOT 
review of consultant products!!!

1941
1942 Benefits are not as good as they used to be. Most employees are quiting to go to a private company 

where the pay is more and benefits are better. 
1943
1944
1945
1946
1947
1948
1949 I believe ODOT is a good place to work and could be even better. It use to even though the pay was 

lower you had a great benefits packages. But that has been taken away and the pay has fallen even 
lower than industry standards than before. To continue to get quality people and keep the ons we have 
needs to be addressed. also better communication through out ODOT would improve our service to our 
customers and improve moral.
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1950 upper level managers need to look around, wake up and smell the coffee. Most of them will talk the talk 

but will not walk the walk. Will anyone actually read and understand the results of this survey? They seem 
to actively avoid addressing any issues that non-management employees are concerned about. why do 
we still have managers who are ignoring labor contracts?

1951 decisions need to be based more on good fiscal & sound engineering judgment rather than political bs.

1952
1953
1954
1955 too much micro management from my immediate supervisors.
1956
1957
1958 human resources is suppose to be neutral in dealing with employee grievances. However, HR seems to 

always be out to protect the manager, no matter what they have done.
1959 our manager was just removed this week. Although complaints about his ethics, hiring practices, and 

treatment of people were brought forward 2 years ago. The environment was clearly unsafe because 
people did not get supported, they quit or quit complaining. honest information was not given umpline 
because it was not safe to do so. as a matter of fact I would not even have filled this out, if the manager 
had not been removed.

1960 I don’t think my supervisors even have a slight clue as to my work load. I am starting to burn out. So I am 
going to start saying no to more work. Especially if I have to work with an a****** temporary worker.

1961 I work in an office environment. Employee issues & lack of team are an issue. HR gas been involved, 
nothing has changed. Hostile environment which I feel is counter productive. 

1962 moral is low because people who do their jobs poorly are forced to move or just moves to another crew 
instead of being dealt with by the supervisors. HR has too much say so when a supervisor wants to get 
rid of someone. More managers need to do their job and get rid of dead beats. I do not want to be a 
manager because of reasons above

1963 I am very happy with our TMM.
1964
1965
1966 make employees more accountable for their actions by making it an easier, shorter process for managers 

to discipline employees.
1967
1968
1969
1970
1971
1972 in DMV, the trust level is gone. We must count money together even when it's not realistic. They need to 

spend time going after the people who need to be removed & give us a break in trust. Also, there is much 
inconsistency  between regions and managers.

1973 DMV employees are held to a higher standard, 100 % accuracy in document & balance rate. Too busy to 
work slow and be 100% Accurate. Need to lighten up on these policies
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1974 with DMV we received a "good job" memo once a year, that allows us to have water at our stations and 

wear shorts big deal to anyone other then the age of 17, that is a joke. We are monitered in ways that us 
humiliating to good employees. Understanding our line of business is very important ODOT focuses on 
the fact that upper management is wiser about what we do, when the truth be known. approx 99% could 
not perform the duties its employees do. regional managers come into offices acting as though they are 
above employees and stand around making their presence be known. when a issue is brought to their 
attention they do whatever is going to make their region look good. not what policy states, we are held to 
all policies, but it seems as though it stops at frontline employees. management, in most cases are not 
honest with their supervisors, which makes it difficult for the rest of us. our office has big trust and respect 
issues with management. i dont dont see that changing and further more i don not believe that they care. 
i dont believe this survey as others, if not what is hoped for will be ignored and changed to fit ODOT's need

1975
1976
1977 it would be nice if there was a date based on all projects including both key and contract numbers & other 

relevant info. It is often necessary to look in more than one place to find info on a project.
1978
1979
1980 maybe monthly or quarterly job reviews with employees. To review work performance, attendance and 

expectations. To identify strength and weakness, make a plan to achieve. Set goals and improve 
attendance. Give supervised time and manage the employees and give directions.

1981 this could be a better place of work. If immediate mgrs would use the resources in place to develop 
employees careers. Give $ recognition, hold people accountable and fill vacancies. Due to a lack of 
efficient management staff is working harder and those who do not produce are rewarded by having to do 
less work or sent to a 6 month paid leave (admin leave) ODOT also needs to conduct disciplinary 
investigation in truly manner. it is not fair to hard working staff. when an employee who is being 
investigated doesn't have to work as hard as the rest, doesn't have responsibility, performing duties under 
class and still gets paid higher wages.

1982
1983 As a younger individual, it would help the business practices to end the "this is the way we've always done

it" mentality. This would help with public perception and productivity since business is not conducted the 
same today as it was 20 years ago. Also need to end the "spend it or lose it" mentality. Offer rewards to 
agencies able to save by allowing them to re-invest the savings into future projects and needs. This might 
also minimize the need to ask legislation for more money all the time. Run government like a real 
business.

1984 The permanent employees who here to keep retraining these "temps" feel like we are burned out 
because we spend far too much time going back to square one. In the meantime, we get way behind on 
our own work that are supposed to be doing, and the end result is that we don't usually provide good 
customer service for our employees that need us to do a timely and accurate job. We are not allowed to 
say "no" to our (internal) customers when they bring work to us because we are the support for the 
project delivery department and there is really no good reason for us to make the people we work for look 
bad. Lately, our reason for non-production has been: "we are short-staffed" and that is now an "overused" 
excuse...however, it is true, and we are all working as hard as possible to get the work done at the 
expense of our personal health. My own health has been very poor for the past year, largely due to job 
stress from being chronically short-staffed.

1985 People don't feel safe reporting problems. They are singled out as troublemakers.
1986 it's just talk about customer service. Just for show. We can't really provide it because we do not have the 

staff. Management does not care. If you don't go with the party line, you get harassed (or put on 
administrative leave like our union steward was).
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1987 In general, I enjoy my job and feel supported by my manager. However, the monthly "report cards" from 

accuracy checks which sometimes fall slightly below the 98% expectation are demoralizing and do not 
recognize the stress of trying to be perfect in understaffed offices with heavy work loads. I also feel my 
pay does not adequately compensate me for the expectations of my job (knowledge and decision-
making).

1988 Would like my lead worker to help more at the counter, be more knowledgeable about procedures, and 
maybe pick up the slack.

1989 Would be interested in results
1990 We used to have lots of opportunities for temporary job assignments, now limited, used to have much 

better programs to help with career advancement, nothing now, especially for young folks. Need to be 
responsive to needs of families.

1991
1992
1993
1994 Pay supervisors more than employees.
1995
1996 some question areas where the answer was 6 - don't know were really "not applicable" because of the 

type of work environment.
1997
1998
1999
2000 Telling folks every now and again that they are doing a good job at work would be a good change. Also it 

would be good to have the Wellness Program back with monthly visits to the office. I liked the on-site 
check-ups!

2001 I enjoy my job.
2002
2003
2004 We need to offer programs to give the opportunity for individuals to grow and move up in the 

organization. We need a program that will help point the way.
2005
2006
2007 I think since Dave took over as manager, our production has improved.
2008 Although I believe ODOT is a second-rate outfit, I believe our immediate supervisors do a great job in a 

politically charged environment.
2009
2010 I would like to see ODOT managers having higher degrees (e.g. Masters, MBA). I feel this would promote 

more of a learning environment. Also, this may promote managers having better people skills in order to 
manage departments or units of diverse people.

2011
2012
2013 Professional training: Region 2 managers do not seem to understand the value and true meaning of 

professional development. Training is hit and miss at ODOT and costs per capita are likely low compared 
to private sector. I would like to see managers acknowledge and embrace professional development 
because with the changing demographics of the work force, if ODOT cannot hire talent, it must grow its 
own. Without this understanding ODOT will fail.
Compensation: ODOT and DAS may acknowledge that their technical employees are underpaid, but 
they refuse to act. According to some audits, ODOT technical staff is at least 20% underpaid compared 
to the private sector. Staff which have Bachelors or Masters degrees and 10+ years of ODOT experience 
are being knowingly short-changed by ODOT and DAS. DAS has quantitative data showing them that 
recruitment and retention of technical employees will be increasingly difficult due to the demographic 
trends of the upcoming workforce yet it refuses to arrange a compensation scale that reflects this reality. 
Most of the younger work force entering technical careers will simply bypass ODOT due to the low salaries
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2014 I believe that management at ODOT is biased and discriminatory. ODOT needs a change to become 

more progressive and innovative. Management and human resources blame employees; employees 
have no one to turn to for realistic assistance.

2015 Not enough cross-training. Changing job descriptions mid-stream in a job causes poor work qualities. 
People train for certain jobs and then those qualities aren't used when management decides to change 
the job descriptions for employees and their jobs.

2016 Quit slapping us on the back and saying good job for getting it done ahead of time, then give us stupid  T-
shirt (degrading).

2017 It's hard to get good employees off the street because the pay is low and if they do work here, they get all 
the training they need and move on to county or city for more money. ODOT spends lots of money to train
people then they leave.

2018 ODOT is a good job, our pay is terrible and it is starting to show by the kind of people we our hiring. 
Nobody wants to work here anymore. If ODOT wants quality people, they need to pay quality wages. 
Simple as that.

2019 I think the pay needs to be comparable to other agencies.
2020 Current recruitment and employee retention issues could be repaired by increasing employee pay scale.

2021 I don't think it is fair that we as ODOT employees must pay union dues even if we don't want their 
services. Without an option, the union has all the leverage, not us the employees.

2022 Managers act and prove each day that they can do whatever they want to. For example, hire people and 
promote people that don't have the qualifications. They have passed up people in the past that have skills 
and qualifications for people that require training. They seem to hire based on a popularity contest.

2023
2024
2025
2026 Good place to work.
2027 There are still too many levels of supervisors.
2028
2029 Most employees are over qualified
2030
2031
2032 ODOT has a whole is a good organization to work for / retire from.  Having a more creative / more 

employee idea management style would be better then the micro managing style some supervisors / 
managers use now which frown on free thinking / thinking outside the box to resolve problems / 
challenges that come up.  Some changes in this area would be helpful in region 1.

2033
2034
2035
2036 Lose Karla Keller 
2037
2038
2039
2040
2041 Because so many past ODOT employees have left to work in private sector, the disparity in pay / benefits 

is coming more apparent.  In other words, we now see former co-workers making more money and 
benefits doing the same workers we are criticized for wasting tax payer money (even though we are 
paying consultants more money to produce poorer products)

2042
2043 Decentralization has impacted us all, and in many cases negatively. Increase in consulting has also led to 

poorer work, we need to do a decentralization survey to better understand the ramifications of that 
change.
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2044
2045 Many technical staff are promoted to management and supervising positions from technical positions.  

Many lack the supervising suite of skills and people management skills.  This affect relationships, 
communication of organizational values and inhibits open communication about processes and 
innovation

2046 ODOT needs to spend money where it needs to be.  Not on stuff we do not need.
2047 Listen to employees about buying new equipment
2048 #28 the same people always do the work.  #53 Supervisor contributes to stress by being very loud! #92 

Supervisor expects crew to help w/ decision making because of lack of experience.
2049 So now all the years under scale of the wage we should have had and a crap retirement someone got 

screwed and it was us
2050 Better reward people for work and their safe practice
2051 My 1st year
2052
2053 Tell your negotiators at central table that a offer of 1% C.O.L.A is a insult, get real
2054 Giving employees more opportunity to do different things instead of assignment of the same things to the 

same employees
2055
2056
2057 The public is benefiting not just by performing the same work at a lower cost, it is also benefited by 

providing additional services that are worth more than they cost. 
2058
2059 Keeping up on secretary work Is cumbersome and distracting. Organizing meetings are very important 

but below my skill level and they take a lot of important time away from me that I could use for other 
important tasks. 

2060 ODOT does a lot o things right in the way it treats employees, such as flexible scheduling and 
telecommuting. 

2061 The upper management needs to support their technical staff's decisions. The immediate supervisor 
does not know your job at all, so it will be very difficult to provide any guidance or suggestions. The upper 
management gets swayed by the political pressure and the employees are expect to change the policies 
for each situation which provide no statewide policies. Employees are left fending themselves because 
the lack of knowledge of your job. 

2062 It is difficult to generalize about managers and supervisors. I've had seven supervisors in less than 2 
years. They have ranged from those that offer respect, interesting work and appreciation to workplace 
bullies (workplace bullying is a problem in ODOT) and the occasional sexual (perhaps professional) bigot, 
clueless and inexperienced. There is a lot of uneveness in results depending on the individuals. There 
may be good communication within the levels of ODOT but not necessarily between them and especially 
lacking a sense of direction. Messages are confused. The big bonding/contractinf out is in house question 
is still resolved and seems a "sucker choice" with highly polorized and defensive positions. The highway 
division hasn't settled down and some actions almost appear to be inteded to thwart a new normal.

2063
2064 Do not understand how our graduate engineering program (GEP) could not recruit Oregon engineers. Not 

one OSU graduate applied to the program. Why? Seems like we need to increase salaries for recruiting 
these engineers or do a better job of announcing how to apply. 

2065
2066 Improve the "tone at the top," better, meaningful, and truthful performance measures. Stop the bull**** be 

honest (to the legislature, to employees, to yourself). 
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2067 This survey should be electronic. This survey is too time consuming. ODOT has so much potential to be 

a well run agency but it mismanages basic tasks of leadership and communications. The director has not 
built a management team and has made decisions adhoc and without a management system. ODOT 
needs, with just a few exceptions, a completely new management team that will identify and 
communicate priority and then support work units to be effective. 

2068 Human resources management is the worst I have ever seen. HR executive team are all abusers. 
2069
2070
2071
2072 Because of the loss of expertise from many people leaving ODOT, those that remain are often not 

qualified to perform their current jobs. At the same time, many new initiatives such as design/build 
delivery have required assistance from technical experts. The time required away from our normal duties 
to help with these special initiatives has caused our primary responsibilities to suffer. ODOT upper 
management needs to show some discernment and not burden employees with unnecessary initiatives. 
We are already short-handed! Too many projects are being driven by political or unnecessary 
environmental issues rather than good engineering and the best interest of all citizens.

2073 This covers supervisor/employee interaction but does not cover the directions the Department is going or 
the analysis used to select those directions.

2074 In the past, ODOT managers have never admitted making any mistakes with new policies/programs/etc. 
ODOT management has consistently failed to "walk the talk"! ODOT management/personnel are 
notoriously slow in filling vacated positions (possible retirement problems?) and thus create unnecessary 
stress on others in the work group.

2075
2076
2077
2078 the questions were much too general. i.e. managers are receptive to change. We either agree or not. It 

would be more effective to ask if usually managers are receptive to change. Or to ask if most managers 
are receptive to change. I am not qualified to answer the questions.

2079 The previous CFO did a poor job oc communicating w/mngs & staff. he was behind closed doors 60% of 
the time & did not share info w/ mgrs so that they could effectively do their job. he reclassed his 
"favorable"  mgr who effectively has 2.5 direct report to the same level as a mgr who has 45 employees 
to manage though supervisors. some parts of FSB have far greater workload than others yet always 
seem to get assignments completed on time, while others dont on mgmt team. this left me to feel under 
valued as a long time mgr in FSB. i have actually repeatedly asked for feedback the 2 years he was here 
& didn"t recieve any until he submitted a special merit increase shortly before leaving, which was only 
good for 2 months. while i am always left in charge to run FSB when the CFO is out. it was difficult 
without the interaction on a daily bases to see where issues were. hopefully the new CFO will have a 
better communication style & will get to know staff & mgrs. another reason that my staff & i felt under 
valued by the previous CFO was that he would take the word of another mgr that we did not work 

2080 why is the state of Washington doing this survey? There should be at least Oregon university, that can 
offer this service.

2081 you are a good company to work for.
2082
2083 many of the Spanish employees don’t always read and write English well enough to use the manuals to 

keep up on the correct policies. I then though why not have it in Spanish, but I realized they cant read or 
write Spanish, but at very low level (4 grade). we need to let the public know they are speaking to 
innovate who answers our phone. I have met employees who work there and that laughed and said there 
have been many breakdowns security (i.e. customers homes being robbed)

2084 professional employees should be given clerical/secretarial support.
2085 I think those in the management positions could benefit from less project work and more time for 

employee relations. Management team seems really busy w/little time for employee development. 
Management needs more time to "check in" w/ their employers.

II-81



Appendix II
Employee Survey Comments

No. COMMENTS
2086
2087 show ODOT employees the total packages they get us. Consultants, training & cross training are much 

better at ODOT, but it doesn’t get talked about.
2088 I enjoy my hob and consider it very challenging.
2089
2090 reorganization was a hardship for employees. Outsource of work is threating jobs, employees feel 

insecure and do not trust management.
2091
2092 I am a human being not a resource.
2093 How can ODOT release personnel when the work is being outsourced? Educate ODOT management on 

what are knowledge skills.
2094 Frontline management is generally good. Mid-level management can be good or very bad, it all depends. 

The same for upper-level management. ODOT does not seem to value licensed professionals except for 
engineers. Lately, the most complex/interesting projects have been outsourced, leaving us with the 
mundane.

2095
2096 Keep communication, etc. between management at a professional level. Keep politics and personal 

feelings aside always. Keep communication between management and employees also at a professional 
level, not saying anything with employees that you would not say directly to other management personnel.

2097 I think senior level management isn't doing enough to counter the media, public and legislative 
impression that we are under worked and overpaid.  Not enough is done to slow us as very skilled and 
vital pieces of keeping the citizens of this state moving.

2098 The casual atmosphere in Financial Services increases productivity as does the strong team concept.  
Both of these also make this a pleasant place to work

2099 At ODOT OSI gets no respect, we are treated like slaves.  Employees w/ higher status take us for 
granted.  No "thank you", "Great Job", "thanks for handling that problem for me".  We have our own work 
to do, but there is contract interruptions.  I need a pen, paper, ink, can't folks stop treating OSI OSP we 
don't have anything to do but wait on them.

2100
2101 Why should we pay for parking
2102
2103 A lot of this varies with the manager.  Others are really apparatchiks.  However sexism and racism at 

ODOT is epidemic.  I am always supervised when I see administrative staff dressing in something other 
than hoods  

2104 HR has been a continual disgrace at ODOT.  With the past 2 heads of HR harassing their own staff and 
not following up on complaints.  That's worse than no HR at all.

2105 ODOT is a dinosaur and must change or waste will continue to grow and people will continue to leave at 
a high rate

2106 I think experiences vary greatly from area to area in the department
2107 Our supervisor is constantly making decisions that effect our unit without discussing it with us as a team.  

Which to me shows a lack of respect for our unit and an unprofessional behavior
2108 4th floor in ODOT is low on oxygen
2109
2110 I see employees and supervisor be allowed to hold back and exclude information that would be help other 

employees to do their jobs.  Because to territory issues.
2111 There needs to be more: Teamwork, professionalism, cooperation, respect, selflessness
2112 Need to eliminate to micro-managing that goes on in some divisions - like DMV especially
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2113 Recent studies show that my field (economics) is about 38% underpaid in the public sector as compared 

to the private sector.  This makes staying at ODOT undesirable.
Also I think that managers should be required to have diversity training refresher courses on a regular 
basis.  My manager asks me to make coffee for him and plan group parties because I am the only 
woman in the group.

2114
2115
2116 Certain levels of executive / senior management need to do a better job to hold managers and 

supervisors accountable for job performance.  The "we are too busy" is an excuse that has become too 
acceptable

2117 I have a lower job, but even so I would like to have a voice when a serious situation arises.  Deb Tenant 
(sp?) and the union reps have been willing to listen to serious issues.  It shouldn't have to be up to them 
to mediate problems that could be dealt with at lower levels

2118
2119
2120 There is a toxic atmosphere in my section, if it's like that elsewhere ODOT has problems.  Managers 

need to understand how to treat employees well.  Employees know when they are being treated well and 
when it's a pretence

2121 You had several questions regarding ODOT goals. I could not answer these because I don't know what 
the goals of ODOT, or my branch within ODOT are. If there are goals, they would be nice to know.

2122 I think management has fallen lower every year I have been here.  Also about 85% of the employees in 
my group are seeking other jobs actively because of management

2123
2124 ODOT is very hierarchical mid-level managers are not supported by higher-level managers. It's difficult to 

hold employees accountable as a result.
2125
2126
2127 1) while I feel my immediate supervisor does a good job, I think upper management needs work.

2) Also while it is nice to feel comfortable in job security I think that there are times when an employee 
isn't doing their job, but management can't seem to do anything about them once they have made it past 
their 6 months
3) There should be more steps for advancement within same units

2128
2129
2130 Managers need to have better understanding of processes they manage.  Managers should go through a 

people skills evaluation before being placed in management positions.  Technically competent people 
aren't always the best candidates for management.  2 completely different skill sets

2131 Would make no difference!!!!
2132 Our crew works very well together. Our manager respects our needs and decisions. We respect each 

other and try to accommodate each other on leave requests, family and personal issues.
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No. COMMENTS
2133 ODOT used to say that the employees are our most valuable resource. ODOT has not said that for quite 

a while. Even when they did say it, they did not mean it. Because ODOT took away:
1. OSHU Wellness Program
2. Individual employee no accident in one year awards - savings bonds.
3. Crew recognition for a certain number of hours or years of no injuries.
4. Region 1 used to have once a year Service Pins Award Ceremony - like 5, 10, 15 years. they used to 
have a ceremony for all Region employees - Maintenance, Construction and Region office. They would 
call all the 5 year people up, then 10, etc and different managers would give out the pins to the people in 
their unit. Afterwards they had cake and coffee. Then it evolved into having a lunch in a city park where 
the Region Managers provided, cooked and served the hamburgers - maybe the rest of the food was 
potluck - I do not remember. It gave a chance for the common everyday employee to see the Region 1 
managers that they NEVER see otherwise.
Also, in the unit I am in, there is no or very little recognition for: a job well done or even doing an OK job 

2134 Taking away Tier 1 PERS was a political scam, demoralizing and insulting. Forcing long-term employees 
to move their family and home to accommodate ODOT's centralization farce with no compensation drove 
many to seek better employment opportunities.

2135
2136
2137
2138 The CNIC/SDC project is a huge waste of time and money and will cost our customers much more while 

delivering much poorer service.
2139 ODOT is "on the whole" the best state agency to work for.
2140
2141 Overall, I have greatly enjoyed my time at ODOT. I have moved up to a management position through 

hard work, studying, listening to what is going on around me and learning what others do. I am grateful 
for the time and training ODOT has given me in return to help me get the position I wanted.

2142
2143 We can assume that all questions are for our direct supervisor, but if we deal with more than one 

supervisor a score of agree does not work that well, especially if we do not care for one person's work 
ethic. Thank you for your time.

2144 Supervisors should be held more accountable for their actions and job performance.
2145
2146 New manager in last 3 months; previous manager was very poor with employees and fairness. I am 

optimistic with new manager for things to improve.
2147
2148 It is very frustrating to hear "because we've always done it this way" when we share ideas to try and 

incorporate change. Would like to get better picture of what I do affects other divisions.
2149
2150
2151
2152
2153
2154
2155 The manager is incompetent and is covered up by fleet manager.  HR and its management do nothing 

about fairness or harassment by supervisors or their superiors.  
2156
2157 Manager does not take input from floor workers! Needs to change.
2158
2159 Leadworkers and supervisors need to hold employees accountable if they do not meet expectations of 

the positions
2160
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No. COMMENTS
2161 Communication between management and the employees needs to improve.  The employees have 

made very good suggestions to improve communication.  These suggests have been disregarded or 
ignored by our management.  The dishonesty and corruption in the ODOT HR dept needs to be taken 
care of.  This problem has been going on for many years (more than 8 years).

2162 "red tape" and top heavy (too much bad management all w/ personal agenda) aside this was and I 
believe will be again a good place to work.  There seems to be a lot of unhappy employees thank you for 
the opportunity to be "heard".

2163
2164 When a job needs to be done that may require special tools or training for ODOT employees to do quit 

contracting the work out.  We can do a better job and will cost less in the long term.
2165 In order to get employees involved about production and quality.  Give the employees that demonstrate 

very good work ethics and customer relations merit raises for doing good.  Right now everybody is treated
equal and there is no incentive to do anything.  The lazy get promoted to desk jobs or raises because 
they can not afford to give it to the producer.  Instead of telling the lazy employee  you need to 
demonstrate very good work ethics.  I was told by a manager that an employee wasn't producing so he 
gave him a desk job so maybe he would do something with more pay - sad isn't it?

2166
2167
2168
2169 I believe ODOT should take a long hard look at how they reorganize. More effort should be given to how 

to implement over just org. changes and then figure the how.
2170
2171
2172 Others in our group would not take this for 2 reasons:

1. Fear of reprisals.
2. Taken dozens and nothing changes.
Restricting overtime is NOT the way to reduce strees - it just creates more because the workload 
asssigned is too high for a 40-hour week. Telling manager too much work or stress does nothing. 
Management needs to get out of politics and let our policy guide our decisions.

2173 I have an exemplary safety record for the last two decades. I have extensive experience dealing with the 
construction of highways, roadways, etc. Here at ODOT, I have been amazed by the amount of unethical 
behavior/theft, misrepresentation of actual hours worked, unfair distribution of overtime hours by 
management, and overall low morale in the majority of employees including those in management.
I was promised by management when I was hired that I would receive training in management tools to 
equip me for my future. This has never happened. Most issues that are brought to the attention of 
management are never dealt with.
The most common statement I hear is that ODOT is unreceptive to change and performs in an archaic 
mannger. The most common phrase at ODOT is "that is the way we have always done it."
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2007
ORGANIZATIONAL ASSESSMENT SURVEY 

 
Your participation in this survey is voluntary.  However, this survey recognizes that agency 
employees are the best source of information on leadership, safety, communication and on 
beneficial training programs.  By sharing your thoughts and opinions you will be providing valuable 
guidance concerning management principles in the ODOT.  Strong measures have been taken to 
ensure your anonymity; no identification numbers of any kind are used.  Survey responses will be 
mailed directly to WSU’s Division of Governmental Studies & Services [DGSS].  DGSS will keep the 
responses and will report results in a composite form to ODOT.  This study has been reviewed and 
approved by the Washington State University Institutional Review Board for human subject 
participation. If you have any questions or concerns regarding the study you may contact the 
researchers at (509)335-3329, and if you have questions or concerns regarding your rights as a 
participant you can contact the WSU Institutional Review Board at (509) 335-9661 or irb@wsu.edu. 
 

Part I - Organizational Experiences 
This part of the survey asks you to describe the environment in which you work. The questions ask 
for your overall impression of how things are as an ODOT employee.  In your answers you should 
consider the experience of others, as well as your own.  Respond to the questions based on the 
level that is appropriate for your position.  Base your responses on how you currently feel. 

 
Using the scale below, indicate the extent to which you agree or disagree with each of the following 
questions.  Please use the “Do Not Know” answer only if you feel you do not have enough 
information to answer the question accurately, or if the question does not apply.  Darken the circle 
corresponding to the response you choose. 
Please use the following scale to make your ratings: 

 

=Strongly Disagree          =Disagree          =Neither Disagree nor Agree 
=Agree          =Strongly Agree          =Do Not Know 

 
 

Rewards/Recognition 
1. High performing employees receive non-monetary rewards (for example, 

letters of appreciation, public recognition, Driving Force Award). 
           

2. High performing employees are promoted or recognized.            

3. Supervisors personally recognize the contributions of individuals and teams.            

4. Supervisors are fair in recognizing individual and team accomplishments.            

5. Recognition depends on how well employees perform their jobs.            

6. Employees are rewarded for providing high quality products and services to 
customers. 
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=Strongly Disagree          =Disagree          =Neither Disagree nor Agree 

=Agree          =Strongly Agree          =Do Not Know 
 

Training/Career Development 
7. Employees receive the training they need to perform their jobs (for example, 

on-the-job training, conferences, workshops, etc.). 
           

8. Employees receive the everyday guidance and assistance they need to 
perform their jobs (for example, help from supervisors, team leaders, or co-
workers). 

           

9. Employees are provided with training that enhances their career 
advancement opportunities (for example, through cross-training, detail 
assignments, project work). 

           

10. Education and training programs are developed based on an assessment of 
employees’ training needs. 

           

11. Supervisors/team leaders support employees’ efforts to learn outside the job 
(for example, membership in trade/professional organizations, course work). 

           

12. Employees receive training and guidance in providing high quality customer 
service. 

           

 
Innovation 

13. Risk-taking is encouraged without fear of punishment for mistakes.            
14. Creativity and innovation are rewarded.            
15. Supervisors/team leaders are receptive to change.            
16. Managers are receptive to change.            
17. Employees are receptive to change.            
18. Employees are provided with training when new technologies and tools are 

introduced.            

19. New practices and ways of doing business are encouraged.            
 
Leadership and Quality 
20. Managers and supervisors communicate the organization’s mission, vision, 

and values.            

21. Managers and supervisors demonstrate that quality is important in their day-
to-day activities (for example, hold meetings to discuss quality issues, 
interact with customers). 

           

22. Managers and supervisors let employees know how their work contributes to 
the mission and goals of the ODOT.            

23. Managers and supervisors provide sufficient resources (for example, time, 
training, dollars) to promote improvement throughout the region I work in.            

24. Managers and supervisors follow up on employee suggestions for 
improvement in products, services, and work processes.            

25. Managers and supervisors set challenging and attainable performance 
goals.            
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=Strongly Disagree          =Disagree          =Neither Disagree nor Agree 
=Agree          =Strongly Agree          =Do Not Know 

 

Fairness and Treatment of Others 
26. Employees treat each other with respect.            
27. Disciplinary actions are applied fairly to employees.            
28. The distribution of work among employees is fair.            
29. Training and career development opportunities for employees are allocated 

fairly.             

30. Disputes or conflicts (for example, between co-workers, management and 
employees) are resolved fairly.            

31. Advancement opportunities are available for qualified individuals, regardless 
of gender, race, national origin, religion, age, cultural background, or 
disability. 

           

 
 

Communication 
32. Employees are kept informed on issues affecting their jobs.            
33. Employees share their knowledge with each other.            
34. Managers and supervisors communicate the goals and priorities of the 

ODOT.            

35. Managers and supervisors promote communication among different work 
units (for example, about projects, goals, resources needed).            

36. There is good communication with local governments in your area.            
37. There is communication among various levels of the ODOT.            

 

 

Employee Involvement 
38. Employees are involved in improving the quality of products, services, and 

work processes.            

39. Employees have a feeling of personal empowerment and ownership of 
work processes.            

40. Employees are held accountable for achieving positive results.            
41. Supervisors/team leaders provide employees with the opportunity to 

demonstrate their leadership skills.            

42. Supervisors/team leaders ask for employee ideas and opinions before 
making important work decisions.            

43. Managers and supervisors provide an environment that supports 
employee involvement, contributions, and teamwork.            
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=Strongly Disagree          =Disagree          =Neither Disagree nor Agree 
=Agree          =Strongly Agree          =Do Not Know 

 

 

Use of Resources 
44. The amount of work is reasonable, allowing employees to provide high 

quality work.            

45. Employees have the job-relevant knowledge and skills necessary to 
accomplish ODOT goals.            

46. Interruptions are kept to a minimum to allow employees to finish their 
work on time.            

47. “Red tape” and unnecessary rules/regulations do not interfere with the 
completion of work in a timely manner.            

48. Employees have the appropriate supplies, materials, and equipment to 
perform their jobs well.            

49. An effort is made to minimize the number of management levels (i.e., 
organizational hierarchy).            

 

 

Work Environment/Quality of Work Life 
50. Physical conditions and/or equipment allow employees to perform their 

jobs well.            

51. Programs that encourage good health practices are supported (for 
example, wellness activities, health education programs).            

52. Employees are protected from health and safety hazards on the job.            
53. Supervisors/team leaders take steps to minimize work-related stress.            

 

 

Teamwork 
54. A spirit of cooperation and teamwork exists.            
55. Different work units cooperate to get the job done.            
56. Teams are used to accomplish the goals of the ODOT, when appropriate.            
57. Employees are rewarded for working together in teams (for example, 

performance ratings, certificates, public recognition, Driving Force award).            

58. Employees in different work units participate in cross-functional teams to 
accomplish work objectives.            

59. The people I work with cooperate to get the job done.            
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=Strongly Disagree          =Disagree          =Neither Disagree nor Agree 
=Agree          =Strongly Agree          =Do Not Know 

 
 
Workplace Safety 
60. I feel empowered to make decisions regarding my safety and the safety of 

my co-workers.            

61. Supervisors strongly support the ODOT safety program.            
62. Safety training meets employee needs.            
63. Employees are recognized by management for working safely.            
64. Monthly crew safety meetings are supported by employees.            
65. My co-workers do a good job following safe work practices.            
66. Expectations regarding safety are clearly communicated.            
67. There are appropriate personnel consequences for not following safe 

work procedures.            
68. I am satisfied with work zone safety.            
69. My supervisor supports attendance at safety-related training.            
70. My manager or supervisor regularly attends monthly crew safety 

meetings.            
71. My supervisor visits work sites to check on safety-related issues.            
72. Monthly crew safety meetings are supported by supervisors.            
73. District safety committee meetings are an effective resource to address 

safety concerns.            

 

 

Supervision 
74. Supervisors provide fair and accurate ratings of employee performance.            
75. Supervisors/team leaders provide employees with constructive 

suggestions to improve their job performance.            

76. Supervisors/team leaders communicate what is expected of employees in 
terms of job performance (for example, task responsibilities, and 
performance standards). 

           

77. There is trust between employees and their supervisors/team leaders.            
78. Employees receive help from their supervisors/team leaders when there 

are work-related problems            

 

 

Work and Family/Personal Life 
79. Supervisors/team leaders understand and support employees’ 

family/personal life responsibilities.            

80. Employees balance their work and family/personal life responsibilities.            
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Part II – Personal Experiences 
 
This part of the survey asks you to describe only your own work experiences, or your personal 
opinions or attitudes about various aspects of your job.  Your description should be objective, and  
as factually accurate as possible. 

 

The following questions ask you to describe your own personal experiences in ODOT.  Please 
use the following scale to rate items: 

=Strongly Disagree          =Disagree          =Neither Disagree nor Agree 
=Agree          =Strongly Agree          =Do Not Know 

 
When answering the questions in the survey, please darken the circle corresponding to the 
response you choose.  Please read each question carefully and answer as honestly as possible. 

Personal Experiences 
81. I am given a real opportunity to improve my skills.             
82. I have enough information to do my job well.            
83. I feel encouraged to come up with new and better ways of doing things.            
84. Conditions in my job allow me to be about as productive as I could be.            
85. My job makes good use of my skills and abilities.            
86. My work gives me a feeling of personal accomplishment.            
87. I like the kind of work I do.            
88. Sufficient effort is made to get the opinions and thoughts of people who 

work here.            

89. The ODOT is making changes necessary to remain responsive to 
customer needs.             

 

 

Personal Experiences (continued) 

Please rate items 90 through 94 using this scale  
Very 
Poor Poor Fair Good Very 

Good
90. How do you rate the amount of pay you get on your 

job?      

91. How do you rate your total benefits program?      
92. Overall, how good a job do you feel is being done by 

your immediate supervisor/team leader?      

93. How do you rate the ODOT in providing job security 
for people like yourself?      

94. How would you rate the overall quality of work done 
in your work group?      

 

III-6



 
Personal Experiences (continued) 

Please rate item using this scale  
Much 
Lower 

Slightly 
Lower 

About 
the 

Same 

Slightly 
Higher 

Much 
Higher 

95. In comparison with people in similar jobs 
in other organizations, I feel my pay is:      

Please rate item using this scale  Far Too 
Little 

Too 
Little 

About  
Right 

Too 
Much 

Far 
Too 

Much 

96. The amount of work I am expected to do 
on my job is:      

Please rate item using this scale  
One of 

the 
Worst 

Below 
Average Average 

Above 
Average 

One of 
the 

Best 

97. How would you rate the ODOT as an 
employer compared to other 
organizations? 

     

Please rate item using this scale  Yes No    

98. Are you considering leaving your current 
employment with ODOT?      

 

Part VII – Background Information 
 

To understand how various types of employees feel about the issues presented in this survey, it is 
necessary to categorize a few attributes about your job and your personal background.  We want to 
make sure that this survey’s responses come from a wide range of ODOT employees, and this 
information will allow us to check on the important question of how representative respondents are 
of the ODOT workforce. 

The information requested is voluntary. 

 
How long, in years, have you been employed by ODOT? ________ 

Are you in a SUPERVISORY position? _____Yes _____No 

What is your GENDER? _____Female _____Male 

What is your AGE? 
�25 or less �26 to 35 �36 to 45 �46 to 55 �56 or older 

In which DIVISION or REGION do you work?  

 Region 1   Central Services 
  District 2a   Audit  
  District 2b   Human Resources 
  District 2c   Finance 

 Region 2    Information Systems 
  District 1   Support Services 
  District 3  Public Transit 
  District 4  Rail 
  District 5  Transportation Safety 
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 Region 5  Motor Carrier 
  District 12  Transportation Development 
  District 13  Communications 
  District 14 

 Highway Division  Driver and Motor Vehicle Services (DMV) 
  Office of Project Delivery   Field Services 
  Technical Services   Customer Service 

 Office of Maintenance   Processing Services 
  Highway Finance Office  Program Services 
  All Other Highway Division  
 Sections 
 
What ideas do you have about increasing employee retention at ODOT? Please use additional 
pages if needed. 
 
 
 
 
 
 
 
 
 
 
 
 
 

Comments:  We would appreciate any additional comments you would like to provide.  Please use 
additional pages if needed. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 ☺  Thank you very much for sharing your thoughts and comments! 

   Place the survey into the return envelope provided and seal. 

   ODOT will mail all the sealed envelopes to WSU. 
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