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SECTION I 
 

Introduction 
 
The State of North Carolina is committed to fostering a diverse workforce and inclusive work 

environment free from discrimination, unlawful workplace harassment, retaliation, and without 

barriers to equal employment opportunity (EEO).  With this in mind, the Office of State Human 

Resources developed the Equal Employment Opportunity (EEO) Instruction and Format Guide to 

assist state Agencies and Universities in the preparation of their annual EEO Plan. 

 

This EEO Plan is divided into four (4) sections: 

▪ SECTION I provides a brief introduction to the Plan 

▪ SECTION II provides the program elements required in the EEO Plan.  This is also referred 

to as the narrative portion of the EEO Plan.  Here is where the Agency describes, in detail, 

their EEO Program and activities, accomplishments, communication efforts and more.  

▪ SECTION II is where the data elements are found, and focuses on data analysis, which 

examines program objectives, workforce representation and utilization, potential 

barriers, and improvement goals. 

▪ SECTION IV includes copies of documents and other useful information. 
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SECTION II 
 

Program Elements 
 

Certification Statement 
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The State of North Carolina EEO Policy 
 

The State of North Carolina recognizes that an effective and efficient government requires 
the talents, skills and abilities of all qualified and available individuals, and seeks 
opportunities to promote diversity and inclusion at all occupational levels of State 
government’s workforce through equal employment opportunity (EEO) workforce planning 
initiatives. The State is committed to ensuring the administration and implementation of all 
human resources policies, practices and programs are fair and equitable without unlawful 
discrimination, harassment, or retaliation on the basis of race, religion, color, national origin, 
ethnicity, sex, pregnancy, gender identity or expression, sexual orientation, age (40 or older), 
political affiliation, National Guard or veteran status, genetic information, or disability.  State 
agencies, departments and universities shall be accountable for administering all aspects of 
employment, including hiring, dismissal, compensation, job assignment, classification, 
promotion, reduction-in-force, training, benefits and any other terms and conditions of 
employment in accordance with federal and State EEO laws (See Appendix A for full OSHR 
EEO Policy). 
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NCDOT Overview 
  
The North Carolina Department of Transportation (NCDOT) continues to be committed to 
equal employment opportunities in the workplace and supports the Affirmative Action 
Program.  This Affirmative Action Plan provides guidance and outlines the responsibilities 
of management regarding the implementation of this plan.  The primary objective of the 
Affirmative Action Plan is to take results-oriented steps to assure equal employment 
opportunity.  Affirmative Action guidelines apply to employment decisions, including but 
not limited to hiring, promotion, demotion, and retention. 
 

Pursuant to N.C.G.S. §136-44.1, “The Department of Transportation shall develop and 
maintain a statewide system of roads, highways, and other transportation systems 
commensurate with the needs of the State as a whole and it shall not sacrifice the general 
statewide interest to the purely local desires of any particular area. The Board of 
Transportation shall formulate general policies and plans for a statewide transportation 
system. The Board shall formulate policies governing the construction, improvement and 
maintenance of roads, highways, and other transportation systems of the State with due 
regard to farm-to-market roads and school bus routes.”  
 
In addition, pursuant to N.C.G.S. §136-5.1, “Transportation system is defined as all modes 
of transportation infrastructure owned and maintained by the North Carolina 
Department of Transportation, including roads, highways, rail, ferry, aviation, public 
transportation, and bicycle and pedestrian facilities.”  NCDOT has a partnership with The 
Federal Transit Administration (FTA) and the Federal Highway Administration (FHWA).   
 
The Federal Transit Administration (FTA) has partnered with state and local governments 
to create, support, enhance, and expand public transportation systems by investing more 
than $13 billion annually since 1964.  NCDOT has a partnership with the Federal Transit 
Administration (FTA).  Buses, subways, light rail, commuter rail, trolleys and ferries are 
some of the local public systems to which FTA provides grants.  
 
An agency within the U.S. Department of Transportation, Federal Highway Administration 
(FHWA) supports State and local governments in the design, construction, and 
maintenance of the Nation’s highway system (Federal Aid Highway Program).  
Responsible for ensuring that the nation’s roads and highways are among the safest in 
the world, FHWA provides financial and technical assistance.   
 
Technical assistance received from FHWA includes the areas of Americans with 
Disabilities Act/Section 504, anti-Harassment, Contractor Compliance/On the Job Training 
(OJT), Disadvantaged Business Enterprise, Disadvantaged Business Enterprise Supportive 
Servicers, Equal Employment opportunity (EEO), Reasonable Accommodations, and Title 
VI all which full within FHWA’s Office of Civil Rights. 
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As with all state departments of transportation, NCDOT receives Federal financial 
assistance in connection with the Federal-Aid Highway Program administered by the 
Federal Highway Administration (FHWA).  Although NCDOT receives federal funds from 
FHWA, NCDOT remains a state entity and is subject to State Human Resources policy and 
with N.C.G.S. §126.   
 
The North Carolina Department of Transportation (NCDOT) is responsible for ensuring fair 
and equal treatment of all persons regardless of their race, color, national origin, religion, 
sex, age, or disability in all employment practices.  Title VII of the Civil Rights Act of 1964, 
as amended, and other Federal and State EEO laws, regulations, and executive orders 
govern NCDOT’s State Internal EEO/AA Program.  The Title VII of the Civil Rights Act of 
1964, as amended, ensures that neither the employer nor its representatives shall 
discriminate in selection, promotion, compensation, fringe benefits, training, or other 
conditions of employment based on race, color, national origin, religion, sex, age, or 
disability.   
 
The Department of Transportation (NCDOT), Equal Employment Opportunity Unit, is 
responsible for administering and implementing the Department’s Equal Employment 
Opportunity program. The collection and analysis of statistical data in addition to written 
reports are issued throughout the entire agency through program monitoring and 
reporting to assist in NCDOT’s good faith effort to be equitable and to reach parity of both 
females and minorities.  The EEO Unit monitors the hiring practices of NCDOT, conducts 
on-site evaluations, provides EEO/AAP training to employees and management to assist 
NCDOT management in meeting its EEO obligations.  The EEO Unit also investigates 
complaints of unlawful discrimination, harassment, and retaliation; issues determinations 
at the conclusion of EEO Informal Inquiries; and submits agency position statements to 
the appropriate Federal or State agency.       
 
The EEO Unit consists of four (4) full-time employees who are inclusive of one (1) EEO 
Manager/AA Officer, two (2) EEO Investigators and one (1) EEO Program Specialist; the 
EEO Unit continues to have one (1) vacancy for one (1) EEO Program Specialist.  During 
2022, the EEO unit was able to hire an Historically Black University/Colleges (HBCU) Fellow 
as an EEO Program Specialist Fellow for a 2-year term.  The EEO unit also works closely 
with the Civil Rights Administrative Officer and the Civil Rights Trainer on a regular basis 
to assist in staying abreast of any central NCDOT HR updates and to address and assist 
with training needs across the agency.   
 
The EEO/AA Program is monitored through data collection and analysis of the NCDOT 
labor force and statewide availability utilizing U.S. Census Bureau data compiled in the 
Integrated HR-Payroll System (IHRPS) and other activities relating to all terms and 
conditions of employment.  This data is subsequently distributed to our stakeholders 
through written reports.  NCDOT continues to be in accordance with OSHR by using the 
current Census Data provided by the Integrated HR-Payroll System.   
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OUR VISION 
 

NCDOT: A global leader in providing innovative transportation solutions. 

 

OUR MISSION 

 
 

Connecting people, products and places safely and efficiently with customer focus, 

accountability and environmental sensitivity to enhance the economy and vitality 

of North Carolina. 

 
OUR GOALS 

 

 
▪ Make transportation safer. 

▪ Provide GREAT customer service. 

▪ Deliver and maintain our infrastructure effectively and efficiently. 

▪ Improve the reliability and connectivity of the transportation system. 

▪ Promote economic growth through better use of our infrastructure. 

▪ Make our organization a great place to work. 
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OUR VALUES 

 
 
Safety - We are dedicated to providing a safe transportation network and work 

environment. 

Customer Service - We serve our customers in a respectful, professional and timely 

manner. 

Diversity - We respect one another while drawing strength from our diverse 

opinions, ideas and experiences. 

Integrity - We earn and maintain trust through accountability, transparency and 

data-driven decisions. 

Quality - We pursue excellence in delivering our projects, programs, services and 

initiatives. 

Teamwork - We work together using our diverse strengths and skills, collaborating 

to solve problems and serve our communities. 

Innovation - We promote the development and use of new and better solutions. 
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  NCDOT EEO Achievements and Best Practices 
 

Achievement 
 
Monitored the EEO Compliance Metric:  In 2021, the EEO Compliance Curriculum was 
replaced with Make our organization a great place to work Diversity, Equity & Inclusion 
which is a required in all NCDOT employee NCVIPs.  Each training goal has a due date in 
Learning Management System (LMS) and each employee will receive a notification and 
reminders to complete the task.  The training goal requires employees to move through 
each training with purpose.  This is NCDOT’s EEO Units good faith effort to get more 
employees to focus on diversity, equity, and inclusion knowledge and practices within the 
workplace as related to making NCDOT a great place to work.  The goal consists of the 
following trainings:  
 

• Understanding Diversity in the Workforce Training  
 

• EEO and You Training 
  

• NCDOT Conflict Resolution Training  
 
Maintained the EEO/ADA Presence on the Employee Portal (Internal):  In 2018, the 
EEO/ADA Unit was divided into two separate units.  The division was to reflect that the 
ADA program continues to have both an external and internal component while the EEO 
program focuses solely internal. The two units continue to have a presence on Inside 
NCDOT with its “EEO/ADA” tab under “Employee Resources.” It contains a welcome 
message, links to relevant documents and forms, federal and state laws, other resources, 
and a staff directory. 
 
Diversity, Equity, and Inclusion Committee: The North Carolina Department of 
Transportation (NCDOT) Diversity Equity Inclusion (DEI) Advisory Group recognizes the 
critical role that effective diversity management plays in achieving a high-performing 
organization. This understanding has led to a philosophy within NCDOT that views 
diversity, equity and inclusion as central to the achievement of a high-performance 
organization.  
 
Diversity management is a combination of programs, policies and activities that support 
an environment where employee differences are valued and integrated into each part of 
the organization's operations and culture. It assists in understanding, valuing, respecting 
and promoting a diverse workforce to ensure that managers retain and capitalize on the 
ideas and skills all employees bring to the organization. Successful diversity management 
initiatives enhance the performance and cohesiveness of an organization. 
 
The DEI Advisory Group will establish a sub-task force charged with Equal Employment 
Opportunity (EEO) to explore and investigate meaningful ways to strengthen the agency 
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EEO Plan, implementation and activities. The group will be comprised of a diverse group 
of employees representing EEO and Human Resource activities. The group will look at the 
underutilization in employment practices, disciplinary action policy and procedures and 
other identified concerns and barriers centered around EEO within the organization. The 
group will set the objectives, prioritize actions, address and plan an appropriate response 
at the direction of the Secretary and DEI Advisory Group governing body. 
 
Disciplinary Action Monitoring Plan:  This report continues to be issued across the State 
of North Carolina Department of Transportation.  An Annual Program Review dated 
December 2013 by the Federal Highway Administration (FHWA) recommended that 
NCDOT develop a comprehensive plan to address the disproportionate number of 
disciplinary actions issued against Black/African American males.  Implemented in January 
of 2015, the monitoring plan was developed during 2014 that was in accordance with 
FHWA recommendations as per 23 CFR 230, Subpart C, Appendix A1.     
 
The EEO Unit uses an in-depth statistical quantitative and qualitative analysis, that cross 
references infractions such as safety violations that result in incident reports to monitor 
and determine consistency of consequence for same or like infractions, regardless of the 
work unit or its percentage of Black/African American males.  Monitoring to ensure that 
disciplinary actions are issued fairly, consistently and ensuring no disparity exists to any 
member of a protected class is a good faith effort that NCDOT continues to put forth 
across the entire agency.     
 
Quarterly Meetings with the Secretary: The Affirmative Action Officer, Pamela Taylor 
Shaw, meets with the Secretary on a quarterly basis, the meeting agenda includes 
Program activities such as an analysis of statistical data compiled and used for female and 
minority workforce representation, disciplinary actions issued to Black/African American 
males, the filing of complaints of unlawful discrimination under Title VII of the Civil Rights 
Act of 1964, as amended, new hires, promotions, separations, and EEO’s efforts to 
address these areas of concern and the status of the EEO Unit’s responsibilities to the 
Federal Highway Administration (FHWA) and the State of North Carolina Office of State 
Human Resources (OSHR).  
 
Civil Rights Trainer: Responsible for collaborating with OCR Units (BOWD, OJT, EEO, etc.) 
and other stakeholders to identify learning and development needs related to civil rights 
policies and procedures. The position will analyze the needs and assess appropriate 
delivery modalities for learning and development requests. 

  

 
1Source: U.S. Department of Transportation Federal Highway Administration Equal Employment Opportunity Program Desk 

Reference. 
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Diversity Awareness:  
 
The Southern Transportation Civil Rights Executive Council (STCREC): Established in 
1994, STCREC’s primary purpose was to advance Civil Rights Program initiatives within 
member states which include Al, FL, GA, KY, MS, NC, SC, and TN.  Its membership is 
comprised of those State Department of Transportation Civil Rights Directors.  The 
STCREC Training Symposium offered a forum for civil rights training in a learning 
environment with a variety of subject areas and transportation disciplines.  Civil rights 
and other transportation professionals had the opportunity to learn, network, share best 
practices, and discuss common concerns on state and federal civil rights legislation and 
policy.   
 
The State of North Carolina’s Department of Transportation (NCDOT), Office of Civil Rights 
(OCR), the Southern Transportation Civil Rights Executive Council’s (STCREC) 13th biennial 
training symposium took place virtually on May 4-5, 2021.  The symposium was held on a 
virtual platform due to the Coronavirus pandemic.  OCR’s Equal Employment Opportunity 
(EEO) Lead Investigator played a primary role during the symposium during the planning 
and develop stages, the introduction of the OCR Director which included a very 
informative presentation (https://vimeo.com/544550127) that provides updates on the 
overall work of OCR.  The Office of Civil Rights (OCR) continues to be an active participant 
of STCREC, sits on the board and in the monthly STCREC meetings. 
 
American Association of State Highway and Transportation Officials (AASHTO):  A 
member of NCDOT’s Office of Civil Right continues to be represented in the AASHTO 
quarterly meetings with a member of the EEO Unit.  AASHTO serves as a liaison between 
state departments of transportation and the Federal government made up of the chief 
transportation officers from the District of Columbia, Puerto Rico and the 50 states.  
Guided by a Board of Directors, the 12-member Executive Committee is led by elected 
officers and is assisted by its executive director.  AASHTO represents all transportation 
modes inclusive of highways, air, active transportation, rail, public transportation, and 
water.   
 
The vision is to foster equal opportunity within the maintenance, development, and 
operation of an integrated national transportation system.  Federal regulatory mandates 
of national concern are identified and reported on by the committee. To assure 
compliance with civil rights laws and regulations, the committees make 
recommendations to the President and staff of the Association when solicited.  AASHTO 
Mission Statement is: “To provide policy and technical support to the AASHTO member 
departments to integrate Equal Opportunity goals and objectives into all transportation 
decisions and activities.”         
                                                  

  

https://vimeo.com/544550127
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Best Practices 
 
DEI Communications: The DEI Advisory Group held monthly meetings, with 
representatives from different divisions within NCDOT.  Topics discussed included 
Performance Management goals for NCDOT 2021-2022 fiscal year, NCDOT Innovation and 
Research Summit, Introduction to Style Guides, Nelson Mandela Day observance, ADA 
Anniversary, Questions We Ask, Disability in NC, Communication Styles Training, and 
National Indian Heritage Month. Various presenters with diverse backgrounds attended 
the meetings, some guest speakers included where from agencies such as NC Department 
of Transportation, Office of State Human Resources, NC Department of Administration, 
and Commission of Indian Affairs.   
 
Communications: The EEO Manager/AA Officer continues to disseminate EEO 
information and announcements to NCDOT employees on a regular basis via Employee 
News throughout the year with educational information, policy reminders, and sharing of 
diversity-related Governor’s proclamations and observances.  
 

• January  

o 107th Anniversary of Phi Beta Sigma Fraternity (January 7, 2021) 

o Dr. Martin Luther King Jr. Holiday (January 15, 2021) 

o Tamil Language and Culture Month (January 15, 2021) 

o Black History Month (January 29, 2021) 

• February  

o Women’s history Month (February 25, 2021) 

o Irish American Heritage Month (February 25, 2021) 

• March  

o Women’s History Month (March 9, 2021) 

o Vietnam Veteran Day (March 25, 2021)  

o Jewish Sports Heritage Month (March 29, 2021) 

• April 

o Arab American Heritage Month (April 5, 2021) 

o STEM Education Month (April 5, 2021) 

o Month of the Military Child (April 7, 2021) 

o Older Americans Month (April 23, 2021) 

o Day of Awareness for Missing and Murdered Indigenous Women (April 28, 

2021) 

o Military Spouse Appreciation Day (April 28, 2021) 

o Asian American – Pacific Islander Heritage Month (April 29, 2021) 

• May  

o Older Americans Month (May 3, 2021) 

o Helen Keller Deafblind Awareness Month (May 28, 2021) 

o LGBTQ Pride Month (May 28, 2021)  
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• June  

o Juneteenth Day (June 8, 2021)  

• July 

o Americans With Disabilities Day (July 9, 2021) 

o National CROWN Day (July 9, 2021)  

• August 

o Women’s Equality Day (August 26, 2021)  

• September 

o National Day of Service and Remembrance (September 13, 2021) 

o Birthday of the United States Air Force and Air National Guard (September 13, 

2021) 

o POW MIA Recovery Day (September 15, 2021) 

o Guatemalan 200th Independence Day (September 15, 2021) 

o Hispanic Heritage Month (September 15, 2021)  

• October 

o Careers in Construction Month (October 2, 2021) 

o Disability Employment Awareness Month (October 2, 2021) 

o Italian American Heritage Month (October 2, 2021) 

o Minority Enterprise Development Month (October 2, 2021) 

o Hindu Heritage Month (October 6, 2021) 

o Indigenous People’s Day (October 11, 2021) 

o American Indian Heritage Month (October 29, 2021) 

o National Veteran and Military Families Month (October 29, 2021) 

o EO #24: Policies Prohibiting Discrimination, Harassment, and Retaliation in 

State Employment, Services, and Contracts under the Jurisdiction of the Office 

of the Governor (October 18, 2017)  

• November 

o Employ a Veteran Week (November 2, 2021) 

o A Veteran Friend State (November 3, 2021) 

o Diwali Awareness Day (November 4, 2021) 

o Marine Corps Birthday (November 5, 2021) 

o Veterans Day (November 5, 2021) 

o United States Colored Troops Remembrance Day (November 15, 2021 

o Women's Entrepreneurship Day (November 22, 2021) 

o Transgender Day of Remembrance (November 22, 2021) 

• December 
o Gender Expansive Parent’s Day (December 3, 2021) 
o North Carolina License and Theft Bureau 100th Anniversary (December 7, 

2021) 
o Phi Lambda Chapter, Alpha Phi Alpha Fraternity, Inc. 95th Anniversary 

(December 7, 2021) 
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Diversity, Equity, and Inclusion Recruiter:  In November of 2021, the NCDOT Talent 
Management team added a DEI Recruiter.  The DEI Recruiter is responsible for the 
following:   

• Developing and implementing strategic recruitment efforts to attract and retain a 
diverse workforce, 

• Networking and maintaining relationships with colleges and universities including 
HBCUs/MSIs, 

• Interacting collaboratively and productively with diverse populations in English 
and Spanish, and  
Collecting and analyzing statistical data that guides workforce planning initiatives 
surrounding recruitment activities for women and diversity applicants.  

 
On-Site Evaluations and Follow-up: Although no On-Site Evaluations were conducted due 
to a combination of COVID-19 restrictions and limited staff of 1 Investigator and 1 EEO 
Program Specialist within the EEO unit.  EEO Program Specialists continue with Program 
Evaluations as a best practice based on recommendation of FHWA under 23 CFR, 230 
Subpart C and Appendix A.  The EEO Program Specialist continue with Program 
Evaluations through Monitoring and Reporting through the use of the Integrated Human 
Resources and Payroll System (IHRPS) and Follow-ups with Divisions on which and On-Site 
Evaluation had taken place previously.   
 
An Opening Conference meeting is conducted with each business unit to review and 
discuss workforce representation, new hires, and promotions as they relate to ethnicity, 
gender, and disciplinary actions.  As standard practice, interviews of randomly selected 
managers and employees immediately followed the Opening Conference meeting.   
 
The EEO Unit uses the Opening Conference as a source education and relationship 
building with managers and business unit employees fostering future collaborative 
efforts.  On-Site Evaluations allows the opportunity to promote EEO awareness, its 
program, staff, and programmatic functions.  Overall, the meetings are very well received 
by managers and employees. 
 
For individual units evaluated, EEO staff reviews and analyzes data collected on-site and 
then prepared On-Site Evaluation Final Reports with recommendations for each business 
unit evaluated. The reports consisted of five parts: 
 

1. Introduction that described the purpose of the on-site evaluation, identified the 
selection criteria, explained that findings and conclusions were based on research 
and analysis, and identified the opening conference attendees. 

2. Findings that summarized management and non-supervisory employee 
interviews, provided overviews of the business unit’s workforce representation 
(including over/under representation), new hires, promotions, and disciplinary 
actions, including trends.  
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3. Conclusions that described areas that need work. 
4. Recommendations that included a description of actions that could be taken to 

improve the EEO posture. 
5. Exhibits that included workforce representation reports, new hire and promotions 

reports, and the disciplinary action reports for the previous FFY. 
 

Conference calls for discussion of each unit’s Final Report along with an agreement of 
good faith efforts from which letters of commitments were provided to the business unit 
for signature to be returned within five (5) business days.  Follow up activities continued 
throughout the 2021 calendar year.   
 
The Opening Conference meetings, interviews of employees and managers/supervisors, 
and Close-Out meetings are held to meet the recommendations of the Program 
Evaluations.    
 
Information yielded from the On-Site Evaluations allows NCDOT to address areas of 
disproportionate workforce representation of minorities and females and the 
disproportionate disciplinary actions administered to minorities, especially Black/African 
American Males.  Strategies for improving implementation of the program are included 
in the recommendations to management.  The following recommendations should be 
included on a consistent basis: 
 

1. Include the representation reports on meeting agendas quarterly. 
2. Share and discuss the disciplinary action report with management as 

appropriate. 
3. Review all disciplinary actions at the highest management level of the business 

unit to ensure fairness and consistency in the issuance of disciplinary actions. 
4. Provide employees the website address for NCDOT AA/EEO so they can find 

information about EEO-related policies, complaint/grievance filing 
procedures, and EEO contact information. 

 
All follow up activities were closed out with an update of the divisions process; all 
documents were fully executed with the appropriate signatures.  Follow ups are a 
continued good faith effort to achieve parity for underrepresented protected classes.       
 
Equal Employment Opportunity (EEO) and Employee Relations (ER) Meeting:  The EEO 
Unit and ER unit continue to collaborate on issues and responsibilities that overlap to 
ensure that resolutions are handled at the lowest level.  Meetings of collaboration 
continue to include current projects, group assignments, announcements, upcoming 
relative cases, collaboration on written warnings and issues for follow up.  These meeting 
bring about clarity, bridge any gaps, and solidify how the units are interdependent. 
 
HRM/ER/EEO Meeting: This meeting takes place on a monthly basis to discuss any new 
trends and/or concerns that affect each area of focus within NCDOT.  
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Quarterly Reports: 2021 Quarterly Reports (Q1 – Q4) were provided by EEO Program 
Specialists.  The report provides the business units with a workforce representation 
analysis, discussion of new hires and promotions, and reporting on the ethnicity, gender, 
and Progress Towards Goals as a good faith effort to reach parity for both females and 
minorities. Business units continue to be in agreement to have the workforce 
representation reports on their quarterly meeting agendas and to share disciplinary 
action reports with management as appropriate. 
 
Disciplinary Actions: NCDOT continues to issue a Disciplinary Actions Report on an annual 
basis to ensure no disparate treatment or disparate impact is taking place for any 
protected class and particularly Black/African American males.  The Disciplinary Actions 
report is created as a mechanism to ensure fair and consistent treatment of Black/African 
American males since they continue to receive a high number of disciplinary actions in 
comparison to their representation in the workforce.  The EEO staff conducts a more in-
depth analysis of the disproportionate impact if the percentage of actions issued to any 
protected group exceeds its workforce representation by more than 2 percentage points 
within the Department or the organizational unit.     
 
FHWA Annual Update Report:  NCDOT, pursuant to 23 CFR, 230 Subpart C and Appendix 
A, is recommended to submit an annual update report to FHWA. As recommended by 
federal regulations, the annual EEO accomplishment report consists of four sections, 
including a program overview, accomplishments, observations and challenges, and the 
work plan. The Program Overview Section provides a summation of the Program.   
 
FHWA issued a Notice of Rulemaking placing the Annual Update report under review for 
causing duplicative efforts and the need for adequate staff to support the submission of 
the report to FHWA in addition to the State EEO Plan.  As a result, and due to limited staff, 
no FHWA Annual Update Report was issued during 2021.  The EEO Unit plans to resume 
the issuance of the report once the Notice of Rulemaking is finalized and it is found to be 
necessary to continue submission.  In any case, the State of North Carolina has a very 
comprehensive State EEO Plan that provides adequate reporting.   
 
Hiring Packages: The EEO Unit of OCR is responsible for reviewing and approval Hiring 
Packages for both new hires and promotions to ensure decisions are based on job-related 
abilities using standardized processes.  As an integral part of the hiring process, the EEO 
unit approved 2, 168 Hiring Packages during calendar year 2021.  The EEO unit is the start 
to the process by developing and issuing one hundred twenty-eight (128) Annual 
Placement Goal Notifications were issued to NCDOT’s HR to disseminate to Hiring 
Managers of each division/business unit for each of the eight (8) EEO-4 job categories as 
NCDOT continues its good faith efforts to create a diverse workforce.    
 
Training and Development:  Due to continued COVID-19 restrictions, when necessary, 
trainings were conducted and attended virtually.   
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The EEO Unit and NCDOT Training & Development training: 
 

• Fundamentals of Management Curriculum 

• Office of Civil Rights (OCR) Onboarding 

• Understanding Cultural Diversity – the Rail Division 

• Leading at all Levels – Foundations – OCR Management 

• Leading at all Levels – Coaching – OCR Management 

• Leading at all Levels – Leading Teams – OCR Management 

• Leading at all Levels – Managing Work – OCR Management 

• Leading at all Levels – Managing People – OCR Management 

• NCVIP Labs: 
o Writing SMART goals 
o Having the Interim Review Conversation 
o Having the Annual Performance Evaluation Conversation 

• Wild Kingdom: Communication Styles – EEO, HR, DEI Advisory Group 

•  EEO and You (incorporates EEO Compliance Curriculum) 

• EEO Title VII (Basic Training) 

• The Southern Transportation Civil Rights Executive Council’s (STCREC) Symposium 
 

The EEO Unit attended the following training and continuing education via the Learning 
Management System (LMS) and the Office of State Human Resources (OSHR): 
 

• EEO Officers Lunch & Learn series offered by OSHR: 

o Black History Month-February 

o Transgender Day of Remembrance-November 

o Executive Order 82-Promoting Health and Wellness-December 

o American Indian Heritage Month-November  

o DEAM (Disability Employment Awareness Month) Celebration-October 

o Hispanic Heritage month-September 

o Recover Into Inclusion-July 

o LGBT Pride Month-June 

o North Carolina's Liberation Story-June 

o Asian American and Pacific Islander Heritage Month-May 

o Women's History Month-March 

• Unconscious Bias 

• Understanding Diversity in the Workplace 

• Overcome Your Unconscious Bias 

• Diversity for Today’s Employees 

• NCDOT EEO and You! 
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• NCDOT Conflict Resolution 

• What Unconscious Bias Looks Like at Work 

• The Power of Uncovering Your Unconscious Bias 

• Why It’s Hard to Talk About Bias – and Why You Should 

• Slow Down Your thinking to Avoid Unconscious Bias 

• Break the Everyday Habit of Bias 

• When You Should Be Aware of Unconscious Bias 

• Can You Change Bias? 

• How to Talk About Bias 

• How Unconscious Bias Affects Your Work, Whether You Know It or Not 

• Know When You’re Acting Biased 

• Zone 2 Short-Term Disability 

• Office Procedures & Protocols for COVID-19 Operational Safety Guidance (all 

revisions) 

• Update on COVID-19 and Face Coverings Requirements 

• Ethics Policy 

• Customer Service Policy 

• What’s the Difference Between Bias and Instincts? 

• Understanding Diversity in the Workplace 

• Interrupt Your Bias in the Moment 

• Break the Everyday Habit of Bias 

• Build Structures to Combat Bias 

 
ADA Program Increases Training Efforts:  The NCDOT ADA program has operated for this 
entire reporting period under pandemic working and community restrictions. Certain 
restrictions have limited the program’s ability to provide services such as outreach and 
training. The restrictions have increased the program’s work as related to ADA reasonable 
accommodations for NCDOT employees. The ADA program was able to continue working 
with multiple business units within the department to conduct ongoing ADA work. The 
ADA unit has worked with Transportation Mobility and Safety, the Facilities Management 
unit, the Highway Divisions, the Chief Engineer’s office, Division of Motor Vehicles, as well 
as IT, to name a few. Some of the accomplishment areas were: 
 
• Completion of automated GIS statewide curb ramp inventories 
• NCDOT facility ADA assessment efforts 
• Maintenance of NCDOT’s Website 
• Ongoing efforts with pedestrians in work zones 
• Development of a new ADA work group 
• Hiring of a new ADA Officer 
• Partnership with the Integrated Mobility Division in providing PROWAG training 
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In addition, the ADA program collaborated with NCDOT’s Integrated Mobility Division in 
providing virtual PROWAG training. Presenters from the US Access Board provided the 
training to NCDOT staff and staff of various NCDOT sub recipients. There were over 180 
staff that received training over 2 separate training dates. The training focused on curb 
ramps, sidewalks, right of way and the ADA requirements involved. The ADA program 
provided General ADA Overview training to 2 new License Plate Agency contractors and 
has established an agreement with DMV to provide this training to all new contracting 
LPAs during their onboarding process. The ADA program also provided Disability 
Sensitivity Awareness & customer service training to some DMV offices and plans a full 
roll out to all DMV service providers. 
 
Additionally, the ADA program has continued efforts to outreach to municipalities 
(NCDOT subrecipients) across NC. As of this date, it is believed that all qualifying 
municipalities have been made aware of their ADA obligations. A total of 41 plans have 
been completed and reviewed since the inception of the Transition Plan Program in 2015. 
The Office of Civil Rights has assessed each respondent and determined whether they are 
statutorily required to conduct a self-assessment and develop a Transition Plan pursuant 
to the requirements of the Americans with Disabilities Act. The OCR’s ADA Program 
continues to provide technical assistance on an individual basis to any municipality 
requesting aid with regard to its self-assessment and Transition Plan development. The 
Program continues to provide telephone and email assistance with regard to answering 
specific questions on the Transition Plan process. Individual assistance may include 
obtaining opinions on specific issues providing informational materials or connecting 
municipalities with authoritative organizations such as ada.gov and access-board.gov. The 
pandemic unfortunately precluded in person training for this fiscal year; however, the 
OCR continues to partner with the North Carolina League of Municipalities to disseminate 
information to municipalities. A video presentation of the OCR’s initial training remains 
accessible on the NCLM’s website. It is estimated that 15 additional plans are nearing 
completion. Once the ADA Program is notified of a Plan’s completion, the final 
documentation will either be reviewed on-site at the municipality, or it will be forwarded 
to the OCR for a desk review. 
     

 
NCDOT’s Programs & Initiatives 

 
Model Bridge Building Competition:  Since 2000, the N.C. Department of Transportation, 
in partnership with Carolinas Associated General Contractors and the American Council 
of Engineering Companies of North Carolina, has hosted the statewide Model Bridge 
Building Competition. The NCDOT Model Bridge Building Competition is designed to 
create a greater awareness of careers and services available in the transportation 
industry.  The competition encourages students to develop math and science skills that 
are used in construction, engineering, and transportation.   
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Methods of brainstorming and researching ideas in addition to designing and building a 
model truss bridge are a part of the activities while working in a team setting.  The model 
bridges are presented by the students to a panel of judges and are scored based on a 
written report, oral presentation, design drawing and the bridge’s structural efficiency.   
 
Participation in the competition encourages students to expand their vocabulary of 
geometry, bridges and construction; apply bridge vocabulary in a paper on the history 
and reasoning of bridge construction; practice design interpretation by building a model 
bridge that meets NCDOT criteria; use logical reasoning to inspect their bridge to 
determine if it meets the criteria; develop marketing and presentation skills for selling 
their bridge design to the public and to competition judges; and learn collaboration by 
working with a team. 
 
The competition is open to North Carolina middle and high school students who must 
register in the fall followed by final competitions taking place in early spring.  Teachers 
may use the competition as a classroom project, select students to work on the project 
as a team, or have several student teams compete in a school-wide competition with the 
winner representing the school at the regional competition.   
 
 

 
 

 
The Model Bridge Building Competition was not active during calendar year 2021 due to 
COVID-19 restrictions; there are plans for a virtual competition in April of 2022.  More 
detailed information about future Model Bridge Building Competition activities can be 
found at: 
 
 https://www.ncdot.gov/initiatives-policies/students-youth/model-bridge-
competition/Pages/default.aspx.     
 

  

https://www.ncdot.gov/initiatives-policies/students-youth/model-bridge-competition/Pages/default.aspx
https://www.ncdot.gov/initiatives-policies/students-youth/model-bridge-competition/Pages/default.aspx
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Introduce a Girl to Engineering Day: The N.C. Department of Transportation's Introduce 
a Girl to Engineering Day promotes engineering as a desirable career option for young 
women. 
 
Students can participate in hands-on activities related to transportation as well as 
question-and-answer sessions with female engineers who work at NCDOT in various 
disciplines.  
 
Engineers also share the daily duties and skills necessary for their jobs while encouraging 
young women to maintain their math and science skills, which are necessary to enter 
programs in college. 
 

 
 
 

 
 
The Introduce a Girl to Engineering Day program was not active during calendar year 2021 
due to COVID-19 restrictions; there are plans for a virtual competition in April of 2022.  
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For More information about the Introduce a Girl to Engineering Day program, please go 
to the website: 
 
 https://www.ncdot.gov/initiatives-policies/students-youth/girl-engineering-
day/Pages/default.aspx. 
 
Summer Engineering Assistants Program (SEA):  The Summer Engineering Assistants 
Program offers paid internships from May through August for eligible students majoring 
in engineering. Participants gain valuable experience that counts toward eligibility for 
permanent employment with the N.C. Department of Transportation at varying locations 
depending on availability, construction projects, and requirements.  Internship 
opportunities with NCDOT’s needs may also be available for students with other majors.  
To be eligible applicants must be enrolled in an accredited institution and in an associate, 
bachelor’s or master’s level civil, environmental or biological engineering program; have 
completed at least 24 semester hours upon employment; and have a minimum 2.3 grade-
point average.   
 
 

 
 
 
In the SEA Program, 19% were female participants while the remaining 81% were male 
participants and thirty-three percent (33%) were minorities.  The participants of the 
program attended several colleges/universities, with the greatest number of participants 
coming from North Carolina A&T, University of North Carolina and North Carolina State 
University, at 6%, 16% and 34% respectively.  Other college/universities included 
participants from outside of the State of North Carolina such as Tennessee, Alabama, 
West Virginia, Virginia and South Carolina.  There was a total of ninety-six (96) participants 
in the SEA Program for the year of 2021. 
 

https://www.ncdot.gov/initiatives-policies/students-youth/girl-engineering-day/Pages/default.aspx
https://www.ncdot.gov/initiatives-policies/students-youth/girl-engineering-day/Pages/default.aspx
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More detailed information about the future activities of the SEA program can be found 
at: 
 
 https://www.ncdot.gov/initiatives-policies/students-youth/internship-
programs/Pages/summer-engineering-assistants.aspx.     
 
 
Transportation Engineering Associates Program (TEA):  The TEA rotational training 
program recruits recent civil engineering graduates who graduate in civil, environmental, 
mechanical, electrical, chemical, aerospace, or biological engineering the opportunity to 
learn about the major functions of the North Carolina Department of Transportation.  
 
The program gives associate the opportunity to develop a career through a training 
program that provides them with a broad background and practical application of 
highway engineering.   The 18- month rotational program offers associates essential job 
training across NCDOT such as construction, maintenance and operation, structures 
management, value management, rail, and aviation.  NCDOT has a group for specialties 
and areas of interest such as planning, design, construction, and asset management to 
motivate individual interests through this structured program ensuring a foundational 
understanding needed to immediately contribute to NCDOT.   
 
 

 
 
 
From the institute for Transportation Research and Education and at no cost to them, Civil 
engineering associates are eligible to complete the Fundamental Engineering (F.E.) and 
Professional Engineering (P.E.) review courses.  Associates have access to the NCDOT 
Learning Management System to complete construction certifications.  Associates are 
assigned a TEA buddy from the previous year’s group during the first week for coaching 
and mentoring to help new associates to get acclimated to the new organization and 
location.    
 

https://www.ncdot.gov/initiatives-policies/students-youth/internship-programs/Pages/summer-engineering-assistants.aspx
https://www.ncdot.gov/initiatives-policies/students-youth/internship-programs/Pages/summer-engineering-assistants.aspx
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In 2021 the TEA program was able to perform activities during COVID-19 restrictions.    
Fifteen (15) individuals participated in NCDOT’s TEA program during calendar year 2021.  
The table and pie chart below display the College/University representation and 
demographics for race/ethnicity and gender.   
 

 

2021 TEA Program Hires by Race-Ethnicity/Gender and College/University 

 

 
 

 
  More detailed information on the TEA program can be found at: 
https://www.ncdot.gov/initiatives-policies/students-youth/internship-
programs/transportation-engineering-associates/Pages/default.aspx.   
 

Race-Ethnicity/Gender College/University Number of Students Representation

Hispanic/M UNC Charlotte 1 7%

AI/M NC State University 1 7%

Asian/M NC State University 1 7%

B/M NC A&T 2 13%

Two or More Races/M NC A&T 2 13%

W/F University at Buffalo 1 7%

W/F NC State University 1 7%

W/M UNC Charlotte 2 13%

W/M NC State University 3 20%

W/M NC A&T 1 7%

https://www.ncdot.gov/initiatives-policies/students-youth/internship-programs/transportation-engineering-associates/Pages/default.aspx
https://www.ncdot.gov/initiatives-policies/students-youth/internship-programs/transportation-engineering-associates/Pages/default.aspx
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Cooperative Education Program: A short-term training in civil engineering that is career-

oriented at a professional level that integrates practical experience for college and post-

graduate students with classroom.  Each student works every other semester and shares 

an assignment with another student alternating schedules between work and classroom 

under the program.  Due to COVID-19 restrictions, no activity took place during calendar 

year 2021. 

U.S. Navy STEM Grant Opportunity: Although not active during 2021 due to COVID-19, 

this program offers grants ranging from $50,000-$60,000 providing an opportunity to 

submit a grant proposal to fund STEM educational programs particularly those related to 

Naval research.  At present, the program is on pause pending the developments of 

surrounding the effects on the workforces with COVID-19 restrictions. 

Public Transportation Internship/Apprenticeship Program: Participants are exposed to 

all aspects of a transit system under this program.  The program allows participants the 

opportunity to gain experience in managing public transportation operations and helps 

them better assess public transportation careers for which they may want to compete.  

No activity took place during 2021 due to COVID-19 restrictions.   

Student Volunteer Program: This program gives students considering a career in 

transportation the opportunity to explore various fields of interests and to gain exposure 

to new areas.  No activity took place during 2021 due to COVID-19 restrictions.   

Assessment Center: Although inactive at the present, the NCDOT Assessment Center 

continues to be a program with the potential of being revived.   The NCDOT Assessment 

Center is a professional development program designed to develop an effective and 

efficient pool of leaders.  This 1.5-day course focuses on providing participants with an 

opportunity to develop management strategies and techniques, expand their current 

managerial skills, and gain understanding of their personal management styles and 

preferences.   
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Upon completion of the program, participants receive a comprehensive feedback 
summary report of their competency-based strengths, and suggested areas of 
improvements.  An Assessors are partnered with each participant for six months to 
develop and implement a personal action plan and goal setting.  Training opportunities 
are identified to reinforce competency-based strengths and address suggested areas of 
improvement.  The program helps NCDOT supervisors and managers deliver our projects, 
programs, infrastructure, services, and initiatives more effectively and efficiently. 
 
Participants are nominated to attend the Assessment Center on an annual basis by 

NCDOT management within each of the fifteen business units and all 14 Highway 

Divisions.  Assessment Center sessions are conducted monthly during the calendar year 

(excluding July and December). 

 
Eligibility Criteria of Candidates: 
 

• At least two years supervisory experience with NCDOT or 

• Candidate nominated based on Organizational Role/Business Unit Need 

• Most recent NCVIP Performance Evaluation Rating of “meets” or “exceeds” 
expectations 

• No active disciplinary actions 
 

The Assessment Center continued to be inactive during the 2021 calendar year due to 
COVID-19 restrictions. 

 
Social Media: NCDOT’s HR Recruitment Specialist maintains a Facebook, Twitter, 
YouTube, Flickr, and Instagram page to provide access to NCDOT Careers. A host of 
valuable information about career fairs and programs can be found on NCDOT’s social 
media pages. 
 
As an example of NCDOT’s diversity efforts, HBCU Fellows posting received 1,632 views 
and 5 applications for the posting that closed on November 1, 2021.  For this same 
position that posted from February 8-26, 2021, 5,576 views were received while 72 
applications received for that particular time period. 
 
Opportunities for the office programs were posted on 22 job boards from which thirty-
five (35) job boards were cross posted and fifty-eight (58) HBCU/MSI college & alumni 
career sites. NCDOT uses social media to get the best return on investment by posting 
position on LinkedIn & Facebook groups which contain 130,849 members.  There were 
more than 332 views, 2 shares, and 13 likes.        
 
Office of HBCU Outreach: The Office of HBCU Outreach serves to educate the public and 
build strategic alliances that are essential and support NCDOT’s mission and commitment 
to creating an inclusive and diverse workforce with the cultivation of diverse students 



28 
 

from Historically Black Colleges or Universities (HBCU) or Minority-Serving Institutions 
(MSI) Internship Program.       
 
 

                                           
 
Office of HBCU Outreach has several core programs and functions as outlined below: 
 

• Fellows program 
• Summer and year-round internships 
• National Transportation Summer Institute 
• SummerSTEM 
• Transportation scholarship program 
• Research consortium 
 
 

                                      
 
The participants of the Fellows program are immersed in all aspects of the transportation 
industry, along with professional development opportunities, free trainings and 
certification, travel, and opportunities to network with transportation professionals.  For 
Students attending HBCU or MSI, the program provides real-world, hands-on experience 
inclusive of professional development workshops on skills such as resume building, 
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business writing and networking.  Interns develop connections as a result of working with 
executive and senior leadership staff that can be assist in future professional endeavors.  
 
Fellows serve a (2) two-year commitment within a selected NCDOT business unit and 
assist with everyday tasks and special projects.  The program helps develop a pool of 
qualified individuals for potential permanent positions within NCDOT, and the 
transportation sector.  Ideal way for graduate and undergraduate students to gain work 
experience while learning what a career in the transportation industry has to offer during 
the 10-week summer internship program.  Fellows are considered full-time NCDOT 
temporary employees; Fellow opportunities are posted on the North Carolina State 
Government employment website.  
 
The HBCU/MSI Transportation Scholarship received 86 applications from all 10 HBCUs and 
one MSI in North Carolina Twenty-one (21) scholarships were issued to students worth 
$1,500 attending (9) nine of the (11) eleven HBCUs/MSI in NC.  Ten (10) HBCU Fellows 
have graduated from the program; all have gain full-time employment.  There were thirty-
nine applications for Fellow positions available in 2021.  There were six (6) Fellows 
working in NCDOT units from the 2021 Fellow class.   
 
Other applicable program updates under the Office of HBCU Outreach are as follows: 
 

o HBCU Interns: twenty (20) interns representing eight (8) HBCUs/MSIs in the state 
completed an eight (8) week 2021 HBCU Summer Internship Program. 

o Summer STEM Program: hosted fifteen (15) educators from the Wake County Public 
School System for a virtual full business immersion session in July to reach educators 
about the multiple units within NCDOT and create awareness of the transportation 
industry. 

o National Summer Transportation Institute: This FHWA program hosted approximately 
one-hundred-fifty (150) students at nine (9) sites across NC to expose minorities and girls 
in middle and high to careers in transportation. 
 

 

 

https://www.governmentjobs.com/careers/northcarolina
https://www.governmentjobs.com/careers/northcarolina
file://///dot.nc.net/dfsroot01/groups-crstrb/EEO/State%20EEO%20Plan%20and%20Plan%20Samples/2022%20State%20EEO%20Plan/The
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The Transportation Summit is an example of the activities in which HBCUs have an 
opportunity to participate.  The Department of Aviation their relationship with the 
department of transportation which included an explanation of the rules and regulations 
for drone usage. They were also discussing the drones that are used for mapping purposes 
and those drones that are used for transporting supplies. A model of a drone designed for 
passengers was shown to the public; the public was allowed to sit in the drone and have 
pictures taken.  Below is a picture of the Transportation Summit-Drone Portion with the 
Department of Aviation.   

 

 

 
Assignment of Responsibility and Accountability 

 
It is a fundamental policy of the Department to assure equal opportunity in employment. 
Equal employment opportunity is for all individuals regardless of race, color, ethnicity, 
gender, sexual orientation, gender identity or expression, pregnancy, religion, national 
origin, National Guard or veteran status, political affiliation, genetic information, age, or 
disability. Furthermore, NCDOT is committed to providing reasonable accommodation 
and has established procedures to allow persons with a disability to request reasonable 
accommodations. 

 
NCDOT Equal Employment Opportunity/Affirmative Action (EEO/AA) program and plans 
are designed to foster an inclusive workplace that is responsive to and respectful of all 
employees and applicants. All personnel policies and practices are to be conducted in a 
work environment that is fair and free from discrimination, harassment, and retaliation. 
EEO/AA will pervade all human resource practices including, but not limited to, recruiting, 
hiring, retention, transfers, disciplinary actions, promotions, training, compensation, 
benefits, recognition, and all other terms and conditions of employment.  

 

https://api.ams.gcc.teams.microsoft.com/v1/objects/0-gcctx-d1-b4874f8bbe76c0dcefc3860e7da06133/views/imgo
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NCDOT prohibits creating a hostile or intimidating work environment. No State employee 
may engage in speech or conduct that is defined as unlawful workplace harassment. 
NCDOT also prohibits retaliatory actions against an employee or applicant for making a 
charge, testifying, assisting, or participating in any manner in a hearing, proceeding, or 
investigation of employment discrimination. Any interference, coercion, restraint, or 
reprisal of any person complaining of unlawful discrimination, workplace harassment, or 
retaliation is prohibited.  

 
EEO is not only required by federal and state law, but also fundamental to the operations 
of the Department. NCDOT complies with applicable federal and state EEO laws, statutes, 
regulations, and policies. Employees and managers are expected to cooperate fully by 
integrating and promoting EEO at all levels.  

 
All executives, administrators, division directors, district engineers, and branch/unit 
managers and supervisors are responsible for positive implementation of the EEO/AA 
programs and plans and they will be held accountable for their actions. To further assure 
that appropriate program measures are implemented and monitored, the Secretary has 
designated Pamela Taylor Shaw as the Department's EEO Manager/AA Officer.  

 
SECRETARY OF TRANSPORTATION 

 
The Secretary of the Department of Transportation is ultimately responsible for ensuring 
that the EEO policy and programs specific to the organization are fully developed and 
successfully implemented. Furthermore, the Secretary is charged with ensuring that all 
employment practices and all aspects of the employment function within the organization 
are implemented in a manner that is equal for all applicants and employees and 
consistent with State Human Resources policy and with N.C.G.S. §126-19. The Secretary 
shall: 
 

1. Adhere to the policies and programs that have been adopted by the State Human 
Resources Commission and approved by the Governor;  

2. Designate a management-level official responsible to oversee the EEO program;  
3. Ensure each manager and supervisor has, as a part of his or her performance plan, 

the responsibility to comply with EEO laws and policies, and assist in achieving EEO 
goals established by the agency, department or university;  

4. Communicate the agency or university’s commitment to EEO to all employees, 
applicants and the general public;  

5. Provide necessary resources to ensure the successful implementation of the EEO 
program; and  

6. Ensure the development and implementation of HR policies, procedures, and 
programs necessary to achieve a diverse workforce in each occupational category; 
and 

7. Take measures to ensure the environment is consistent with the intent of this 
policy and supports equal opportunity. 
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DEPUTY SECRETARY of BUSINESS ADMINISTRATION 
 
The Deputy Secretary of Business Administration has oversight responsibilities of the 
operation, development, and implementation of the EEO Plan with delegated authority 
to assign to the EEO Manager/AA Officer the day-to-day responsibilities to advocate, 
administer, plan, develop, implement, and monitor the EEO Plan in accordance with 
federal and state laws, directives, and the Secretary’s assignment of responsibilities and 
accountability.  
 

MANAGERS AND SUPERVISORS 
 
Managers make employment decisions that directly impact the effective delivery of the 
EEO Plan; therefore, their roles are critical in the delivery and effectiveness of the EEO 
Plan. Managers’ and Supervisors’ responsibilities include but are not limited to: 
 

1. Assist in the development and implementation of the EEO plan and program and 
establish program objectives;  

2. Maintain a diverse workforce for the department, division, work unit, or section;  
3. Assist the EEO officer in periodic evaluations to determine the effectiveness of the 

EEO program; and  
4. Provide a work environment and management practices which support equal 

opportunity in all terms and conditions of employment 
 
Manager and supervisor performance toward achieving measurable EEO outcomes is 
assessed during the annual performance review cycle. EEO measurable outcomes have 
been incorporated into the performance expectations and are monitored throughout the 
performance cycle in the Valuing Individual Performance (VIP) performance management 
system. 
 

NCDOT EEO ADVISORY COMMITTEE 
 
INTRODUCTION 
 
The North Carolina Department of Transportation (NCDOT) is committed to its employees 
to provide equal employment opportunities for all persons regardless of race, color, 
religion, creed, sex, national origin, age, disability, veteran status, sexual orientation, 
genetic information, or political affiliation. To assure that employees are treated with 
unconditional respect in the workplace and are guaranteed the principle of equal 
employment opportunity as it applies to all aspects of the employment relationship 
regarding employment, evaluation of performance, promotion and advancement, 
compensation, access to training and other professional development opportunities, 
access to facilities, and discipline and termination, an equal employment opportunity 
advisory committee is appointed by the Secretary. The duties of the advisory committee 
center on reviewing the components of the NCDOT Equal Employment Opportunity 
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Program and Plan (EEOPP) on a broad basis, providing recommendations for action, and 
creating a communication link between administration, managers, employees, and EEO 
staff in collaboration with the Office of Civil Rights (OCR) Diversity, Equity, and Inclusion 
Advisory Committee.  

 
The NCDOT emphatically states that it will provide equal employment opportunities for 
all persons regardless of protective classes. This affirmation is based on laws set forth by 
Title VII of the Civil Rights Act of 1964, Executive Order 11246, the Rehabilitation Act of 
1973, the Civil Rights Restoration Act of 1988, NC G.S. 126-17 and other applicable federal 
and state laws.  
 
The Office of Civil Rights Director serves as the designee of the Secretary and has 
designated and supervises the EEO Unit Manager to implement the NCDOT Equal 
Employment Opportunity Program and Plan. Part of this results-oriented program and 
plan is the creation and implementation of an Equal Employment Opportunity Advisory 
Committee that provides subject matter expert input and recommendations to the 
Secretary’s Diversity, Equity, and Inclusion Advisory Committee. The advisory committee 
will serve to provide crucial insight to the OCR Director in the effort to eliminate any 
artificial barriers to employment opportunities for all qualified individuals that may exist 
in any NCDOT programs or policies. In turn, the EEO Unit Manager will use the information 
from the advisory committee to keep the Secretary and the Secretary’s Executive Staff 
informed of developments in the entire equal opportunity area.  
 
The principle of equal employment opportunity applies to all aspects of the employment 
relationship and includes, but is not limited to, initial consideration for employment, 
evaluation of performance, promotion and advancement, compensation, access to 
training and other professional-development opportunities, access to facilities, and 
discipline and termination.  
 
The duties of the advisory committee will center on reviewing the components of the 
NCDOT equal opportunity program and plan on a broad basis, providing 
recommendations for action, and creating a communication link between administration, 
managers, employees and EEO staff. 
 
COMMITTEE CHARGE AND ANNUAL REPORT 
 
The EEO Advisory Committee will have a standing charge issued by the OCR Director (see 
below). Special issues will be added to the standing charge on a yearly basis. The 
committee will conduct at least one project per year to assist the OCR Director and the 
EEO Unit Manager. Any member of the committee may also initiate issues for the 
committee's consideration. The committee will issue an annual report to forward 
recommendations and report on the status of projects. The report will be submitted to 
the OCR Director, and Secretary. 
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ORGANIZATIONAL PLACEMENT 

 
The Committee is a sub-committee of the Diversity, Equity and Inclusion (DE&I) 
Committee through the EEO Unit Manager and will serve as an independent advisor to 
the Secretary through the DE&I Committee on diversity, EEO, ADA, and reasonable 
accommodations and issues relative to EEO jurisdiction. The Committee Chair will be 
expected to communicate recommendations to the Secretary through the EEO Unit 
Manager and DE&I Committee. 
 
STANDING CHARGE 
 
The EEO Advisory Committee is advisory to the OCR Director, the EEO Unit Manager, the 
DEI Advisory Board, and the Secretary. To assure efficiency, effectiveness and knowledge 
required for membership on the EEO Advisory Committee, the following competencies 
and responsibilities shall include but are not limited to:  
 

• Complete the Equal Employment Opportunity and Diversity Fundamentals: as 
appropriate and within 90 days after appointment to the Committee 
(MANDATORY). 
 

• Complete OSHR ADA Training within 120 days after appointment to the Committee 
(MANDATORY). 
 

• Serve as a communication link between managers and employees and the EEO staff 
on all aspects of the EEO plan and program. 
 

• Review and evaluate the equal employment opportunity plan and program. 
 

• Review workforce representation data in each occupational category. 
 

• Survey the organizational climate, employee attitudes and evaluating the resultant 
data. 
 

• Meet with the agency Directors or Secretary in conjunction with the EEO Unit 
Manager to discuss EEO programs, report on the employees’ concerns, and 
recommend changes or additions to the EEO policy, plan, or program. 
 

• Identify recruitment resources and other activities designed to strengthen the EEO 
program. 
 

• Meet as a committee at least quarterly. 
 

• Conduct at least one project per year as permitted. 
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EXAMPLES OF COMMITTEE ACTIVITIES  
 

• Assist other committees with pertinent issues, such as the ADA Reasonable 
Accommodations, Religious Accommodations, EEO Training, Complaint Resolution, 
etc. 
 

• Create materials (e.g., web page, video, pamphlets) to highlight NCDOT efforts and 
accomplishments in the equal opportunity area. 
 

• Forward nominations for presentation series that would add to NCDOT discussion 
of Equal Employment Opportunity issues. 
 

• Conduct open forums as needed to create opportunities for NCDOT employees, and 
citizens to voice concerns, opinions, and achievements. 
 

• Conduct regular "brown bag" in conjunction with DEI Board members to provide 
information and awareness sessions on Equal Employment Opportunity issues. 

 
MEMBERSHIP 
 
Composition 
 
The EEO unit recommended an advisory committee of approximately (6) members that 
represent NCDOT demographics to engage in a diverse variety of opinions and 
experiences, and to have sufficient representation from the various units represented by 
the appointing officials. It is recommended, if possible that the Committee includes staff 
from a cross section of the Department. Every reasonable effort is made to assure a 
committee membership that reflects the various demographic groups and occupational 
categories of the NCDOT population to increase the committee’s sensitivity to all EEO 
related employment terms and conditions issues, and protected class bases. 
 
Terms 
 
The EEO unit recommends two-year terms.  
 
Filling Vacancies 
 
Each appointing official is responsible for appointments and will be responsible for 
providing time away from duties and responsibilities to meet and perform Committee 
tasks. Once an appointee leaves DOT or resigns from the Committee, the appointing 
official, Director, or designee within the work unit, will make a substitute 
recommendation with input from the EEO Unit Manager to the Secretary for appointment 
to fill the remainder of the term.  If the Chair leaves, the EEO Unit Manager will 
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recommend an EEO Unit Staff member who is a subject matter expert for appointment 
by the Secretary as the new Chair.  
 
Appointing a Chair 
 
There are no guidelines in the state or federal regulations prescribing how to appoint a 
chair. The EEO unit suggests that the EEO Unit Manager recommend the Lead EEO 
Investigator serve as Chair based on subject matter expertise and EEO experience. 
 
Budget 
 
When possible, recommendations and discussions are necessary to support and fund 
resources for travel, stipends for serving on the committee, training and development 
conferences and workshops, etc. 
 

EEO OFFICER 

The EEO Officer’s duties and responsibilities include but are not limited to:  

1. Interpret and apply Federal laws, state statutes, and policies related to equal 
employment opportunity.  

2. Ensure the EEO Plan is submitted by March 1 annually in accordance with the EEO 
Plan Requirements and Program Guidelines as specified by the Office of State 
Human Resources. 

3. Ensure hiring recommendations are reviewed for compliance with EEO program 
objectives prior to the final agency/university hiring decision.  

4. Ensure all employees are made aware of the EEO policy including the Annual EEO 
Plan, EEO Policy, Reasonable Accommodation Policy, and Unlawful Workplace 
Harassment Policy and develop strategies to prevent unlawful workplace 
harassment and retaliation in the workplace. 

5. Maintain and analyze data on workforce utilization and employment practices, 
including records of all complaints and grievances alleging discriminatory 
practices. 

6. Advise management of the EEO program's impact and effectiveness.  
7. Provide or coordinate EEO training for management and employees.  
8. Provide confidential consultation for management and employees in matters 

involving EEO concerns.  
9. Ensure federal laws prohibiting job discrimination are posted in work locations 

where notices to applicants and employees are customarily posted and easily 
accessible to applicants and employees with disabilities.  

10. Establish and maintain effective working relations with groups concerned with 
EEO and Diversity & Inclusion.  

11. Coordinate programs to achieve program objectives.  
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12. Present information on the EEO plan and program to management and employees 
on a regular basis; and  

13. Ensure all newly hired, promoted, or appointed supervisors and managers 
complete required EEODF training in accordance with NC.G. S §126-16.1. 

Dissemination Procedures 
 

Internal Dissemination:   
 
The EEO Officer ensures that the intent and provisions of the EEO Plan, policy and 
program are communicated to employees. 
 

1. All employees have access to a hard or electronic copy of NCDOT’s EEO Plan;  
2. Managers and supervisors are effectively trained annually on their responsibilities 

to the equal employment opportunity program and related policy;  
3. The EEO Policy statement is posted on bulletin boards in common areas and other 

areas where employees and/or the public may congregate;  
4. Newsletters and other in-house publications are used to communicate 

information about the EEO Plan, policy, and program on a regular basis; and  
5. Input is solicited from all employees on the EEO Plan, Policy, and Program. 

 
External Dissemination:   
 
External dissemination of the EEO Plan and policies is also necessary to ensure that the 
general public is informed of the NCDOT’s EEO Plan. In order to disseminate the Plan, 
policy, and program effectively to the external resources, the EEO Officer is expected to:  
 

1. Provide access to a copy of NCDOT’s EEO policy statement to each resource, 
subcontractor, vendor, and/or supplier;  

2. Provide a copy of NCDOT’s vacancy list, job announcements, and any other 
pertinent material to appropriate recruitment resource(s); and 

3. Maintain regular and routine contact with recruitment resources. 
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Program Activities 
 
Program activities and strategies shall be implemented to assist in accomplishing program 
objectives. These strategies shall include, but are not limited to, the following: 

 
RECRUITMENT 

 
NCDOT’s EEO Plan, shows good faith efforts to accomplish its EEO objectives includes a 
recruitment program with specific provisions for:  

 
1. Review and monitor recruitment procedures to abolish any discriminatory 

practices or employment barriers that may exist; 
2. Review all recruitment literature to ensure that it is relevant to all employees; 
3. Institute measures that will improve NCDOT’s recruitment process as it relates to 

established program objectives;  
4. Actively recruit underutilized groups, using known resources (or partner with 

recruitment programs offered by the Office of State Human Resources); 
5. Specify measures for maintaining contact with recruitment resources and 

informing these resources of employment opportunities, particularly in 
management, professional, and technical level positions;  

6. Ensure internship programs are results-oriented with measurable outcomes 
relative to NCDOT offers of employment. Program administrators of internship 
programs are advised to submit an annual report for inclusion in the Department’s 
annual EEO/AA update to OSHR and FHWA. 

7. Partner with NC Veterans Affairs to leverage resources such as NCWorks to ensure 
the military and veteran population are aware of NCDOT employment 
opportunities.   

8. NCDOT grants requests for reasonable accommodations based on disability or 
religion unless such requests cause undue hardship. 

 
SELECTION AND ONBOARDING 

 
Studies have shown that discriminatory practices occur more often in the selection 
process than in any other area of employment practices. NCDOT’s EEO Plan includes 
procedures to review and evaluate each step of the selection process to ensure that job 
requirements, selection procedures, hiring standards, and the placement process 
contribute to the achievement of program objectives.  
 
NCDOT’s EEO Plan includes a selection process consultation and review program with the 
following objectives: 

  
1. Conduct periodic job analyses to validate job-related qualifications, selection 

criteria, and training needs, and career ladders or to initiate any other selection 
procedure;  
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2. Analyze the flow of applicants through the selection and appointment process, 
determining reasons for the rejection of qualified applicants from underutilized 
groups in areas where program objectives have been set or underrepresentation 
exists, and monitoring the employment of individuals to ensure the assignment of 
work and workplace is nondiscriminatory;  

3. Cooperating with the OSHR or other trained resources on the review and 
validation of written tests, interviews, or other selection devices; 

4. Training all employees who screen applications and interview applicants for 
employment in proper techniques to eliminate any potential bias; 

5. Establish sign-off procedures to ensure that the selection process in 
underrepresented occupations reflect established program objectives and 
timetables; and 

6. Ensuring that testing and interviewing processes are accessible to persons with 
disabilities; and 

7. Developing and implementing structured interview procedures that are 
documented and reviewed by the EEO Officer. 

 
NCDOT effectively uses E-Recruitment (NeoGov). It allows applicants to create a user 
account to:  

• Search for jobs throughout State government  

• Apply online  

• Check the status of applications which they have submitted electronically  

• Receive job alerts  

The vacancy posting, application screening, interview, employee notification, and offer 
letter hiring processes to-date are as follows, but may be subject to change: 

 
Vacant positions for which management chooses to recruit for at the Department of 
Transportation are advertised on both the OSHR and Department’s Job Vacancies Web 
Pages to include DOT internal postings. If deemed necessary by management, vacant 
positions may also be posted in newspapers, radio, and various job vacancy websites (e.g., 
http://societyofwomenengineers.swe.org/, http://hbcuconnect.com/, etc.). 

 
1. Ensuring a written employment letter outlining the terms and conditions of 

employment containing the effective date of employment, location/name of duty 
station, name of immediate supervisor, classification title, appointment type, and 
salary; and  

2. Informing the employee about the EEO Plan and Program. 
 

  

http://societyofwomenengineers.swe.org/
http://hbcuconnect.com/


40 
 

PROMOTION 
 

The EEO Program impacts not only recruitment, selection, and hiring but also promotion 
and the upward mobility of underutilized groups.  It is equally unlawful to fail to provide 
an equal opportunity for upward mobility to all employees as to fail to offer an equal 
opportunity for employment.  To assure that all employees who are qualified for 
promotion or other forms of upward mobility are not adversely affected by the process 
of selecting employees for these opportunities, an effective EEO Plan incorporates an 
upward mobility procedure/program that includes provisions for: 
 

1. Informing all employees of promotional/upward mobility opportunities with the 
agency 

2. Enhancing upward mobility and fully utilizing the skills of the existing workforce; 
and 

3. Reviewing and analyzing promotion processes, procedures, and selections. 
 
TRAINING 

 
Employee Training 
 
Employee training is a cost-effective program that is administered without bias by 
ensuring that training opportunities are accessible to all employees and that all 
employees are notified of all training opportunities for which they qualify.  Each agency 
spends a great deal of time and money in acclimating employees to the job and the 
workforce. There are times when it may be more efficient and cost effective to train 
qualified employees to perform other jobs or to move to higher levels than to search for 
qualified persons outside of the organization.  

 
Appropriate modifications of an agency’s employee development program are a 
significant part of the equal employment opportunity plan. NCDOT’s EEO Plan includes an 
employee development and training program with provisions to analyze the performance 
requirements for all job classes in which underrepresentation/underutilization exists to 
identify NCDOT’s EEO training needs. 

 
Thorough documentation of NCDOT’s efforts to create and/or provide training 
opportunities for employees is a part of our EEO Plan requirement for internal audit and 
reporting systems. The requests for training made by employees and the training 
provided to all employees (regardless of whether it was approved) are significant 
indicators of NCDOT’s efforts.   
 
Management Training 
 
Training for managers and supervisors is crucial to the success of an EEO Program.  All 
training is administered without bias.  Managers and supervisors implement the 
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achievement of EEO goals through their employment decisions (selection for hiring, 
promotion, training, reallocation, demotion, transfer, etc.).  They should be trained on 
the effective fulfillment of their EEO responsibilities.  The elements of such a training 
program include: 

 

• The definition of equal employment opportunity; 

• The legal basis for EEO; 

• Interpreting and applying EEO policies and guidelines; 

• The guidelines for valid and legal selection procedures; 

• Identifying ad eliminating artificial barriers which can lead to discrimination; 

• Implementing the EEO Program; and 

• Managing diversity in the workplace.  
 
In 2019, the NCDOT’s EEO Unit started EEO Training Basic 101 which continues to be 
administered without bias.  The training consisted of Discrimination and Retaliation 
education and those topics contained therewithin as described below:  
 
Discrimination and Retaliation:  Employment discrimination is discussed pertaining to 
unfair treatment, harassment, denial of a reasonable workplace change, improper 
questions about or disclosure of genetic/medial information, and retaliation.  Governed 
by the Equal Employment Opportunity Commission (EEOC), EEO laws prohibit retaliatory 
actions against any job applicant or employee for exercising their rights called “protective 
activity”.  
 
Unlawful Workplace Harassment: is unwelcomed, or unsolicited speech or conduct 
based upon race, color, national origin, sex, religion, age, genetic information, or 
handicapping condition as defined by G.S. §168A-3 that creates a hostile work 
environment or circumstances involving quid pro quo.  
 
Quid Pro Quo: harassment consists of unwelcome sexual advances, requests for sexual 
favors, or other verbal or physical conduct when (1) submission to such conduct is made 
either explicitly or implicitly a term or condition of an individual’s employment, or (2) 
submission to or rejection of such conduct by an individual is used as the basis for 
employment decisions affecting such individual.  
 
Hostile Work Environment: is one that both a reasonable person would find hostile or 
abusive and one that a reasonable person who is the object of the harassment perceives 
to be hostile or abusive. Hostile work environment is determined by looking at all the 
circumstances, including the frequency of the allegedly harassing conduct, its severity, 
whether it is physically threatening or humiliating, and whether it unreasonably interferes 
with an employee’s work performance.  
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COMPENSATION AND BENEFITS 
 

A structured, uniform procedure has been implemented to ensure fairness and equity in 
the administration of compensation and benefits. The process should include criteria for 
approval of all salary recommendations above the hiring rate.  The procedures align with 
the State of North Carolina’s compensation systems – graded and banded.  The process 
includes a systematic method to determine salaries, including, including, but not limited 
to evaluating related education, training, and experience (paid and volunteered) as well 
as salaries of current employees performing similar duties and responsibilities.  
 
In addition, regular analysis should be conducted to ensure that all benefits and 
conditions of employment are equally available without discrimination to all employees, 
which includes leave policies, retirement plans, insurance programs, and other terms, 
conditions, and privileges of employment. The EEO Officer monitors the salary approval 
process.  This helps to monitor recommendations to identify trends and address concerns 
with management in order to minimize inequities.  
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PERFORMANCE MANAGEMENT 
 

The State’s Agency performance management system is known as N.C. Valuing Individual 
Performance (NCVIP) requires that all covered employee’s work performance be 
evaluated annually.  It is the policy of North Carolina State Government to provide a 
performance management system which evaluates employees’ accomplishments and 
behaviors related to goals and organizational values to achieve organizational mission, 
goals, and business objectives. An integrated performance management system enables 
employees to develop and enhance individual performance while contributing to the 
achievement of organizational mission, goals, and business objectives.  
 
The performance management process involves three stages: performance planning, 
performance feedback, and the annual performance evaluation. NCDOT administers the 
performance management process in accordance with the policy approved by the State 
Human Resources Commission. In accordance with the State EEO Policy and the NCDOT 
EEO Policy Statement, the Department does not discriminate in the terms and conditions 
of employment and monitors compliance with the NCVIP system to ensure the process is 
administered without bias, and free from discrimination.  
 
TRANSFER AND/OR SEPARATIONS 

 
NCDOT implements a structured and uniform procedure for determining the primary 
reasons employees voluntarily transfer and/or separate from the agency. This procedure 
involves conducting exit interviews with departing employees or obtaining post transfer 
or separation questionnaires. The EEO Officer should be involved in conducting an 
analysis of the information collected and share with top management to alert them of 
any conditions that need immediate attention. While EEO is not directly involved in the 
exit interview process, we will conduct separate analyses of separation, by reason, to 
monitor if our Affirmative Action goals are not trending upwards. 
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DISCIPLINARY PROCESS 
 
The purpose of the NCDOT Disciplinary Action Policy and Procedures (see Appendix C) is 
to ensure that disciplinary actions provide managers and employees with a fair, clear, and 
useful tool for correcting and improving performance problems, as well as to provide a 
process to assist management in handling cases of unacceptable personal conduct.  
 
The policy is referenced in the Department’s Employee Handbook and during new 
employee orientation. This policy and procedure will be administered in a fair and 
equitable manner free of unlawful discrimination.  Employees will be notified of all future 
changes to the NCDOT disciplinary action policy and procedure at least thirty days prior 
to the effective date of the change through training, dissemination of the policies to 
managers and supervisors, and through contact with the Department’s Human Resources 
representatives. 
  
NCDOT’s OCR monitors disciplinary actions department-wide to ensure fairness and 
consistency in the issuance of disciplinary actions. The office conducts in-depth analysis 
of disciplinary actions issued disproportionately to members of protected classes 
compared to their workforce representation in the Department. Plan implementation 
began June 15, 2014, as result of a 2013 FHWA review that indicated a high number of 
disciplinary actions issued to Black/African American males in comparison to their 
workforce representation. An analysis of the results continues to provide opportunities 
to develop strategies for reducing any adverse impact found. 
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GRIEVANCE PROCEDURES 
 

The grievance procedure is designed to ensure fair and equitable review of employment 
complaints. It is the policy of North Carolina State government that a grievance process 
exists to allow for prompt, fair and orderly resolution of grievances arising out of 
employment. NCDOT has adopted the Employee Grievance Policy as approved by the 
State Human Resources Commission. In establishing this Employee Grievance Policy, the 
State Human Resources Commission seeks to achieve procedural consistency across the 
agencies of NC State government, ensure employees have access to grievance procedures 
to address grievable issues timely, fairly and without fear of reprisal and resolve 
workplace issues efficiently and effectively. (See Appendix D for OSHR Employee 
Grievance Policy).   
 
The EEO/AA Officer should have the authority to informally examine the situation with 
the employee, discuss the employee’s concerns, suggest solutions and/or recommend 
others to the appropriate authority, and offer sound advice. 
 
The EEO/AA Officer shall: 
 

1. Ensure the grievance process is administered equitably and without bias; 
2. Prohibit retaliation against employees and applicants who file complaints or 

participates in a grievance procedure; and 
3. Review and monitor program data to identify trends and patterns. 

 
NCDOT has also established a discrimination complaint review process for employees 
who are exempt from Article 8 of the NC Human Resources Act and the State Human 
Resources Employee Grievance Policy. The Department established a discrimination, 
harassment, and retaliation complaint review process for applicants, employees, or 
former employees of positions that are exempt from Article 8 of the North Carolina 
Human Resources Act (hereafter “exempt”), including Global TransPark Authority, North 
Carolina Ports Authority, and N.C. Turnpike Authority positions; NCDOT exempt policy-
making positions; and NCDOT exempt managerial positions.  
 
Under this policy, an applicant for exempt State employment, probationary exempt State 
employee, former probationary exempt State employee, exempt State employee, or 
former exempt State employee alleging unlawful discrimination, harassment or 
retaliation based on race, religion, color, national origin, sex, sexual orientation, gender 
identity, age, genetic information, or disability may file a complaint with the NCDOT EEO 
Manager/AA Officer within 15 calendar days of the alleged discriminatory or retaliatory 
act that is the basis of the complaint. The review process is similar to the EEO Informal 
Inquiry process but provides no further internal appeal of the investigation 
determination. 
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Equal Employment Opportunity and Diversity Fundamentals (EEODF) 
 

In accordance with NC.G. S §126-16.1, NCDOT is required to enroll supervisors and 
managers in the Equal Employment Opportunity and Diversity Fundamentals (EEODF) 
training. EEODF is intended to provide managers and supervisors with practical training 
to assist them in becoming more effective managers and supervisors of an increasingly 
diverse workforce. Managers and supervisors hired, promoted, or appointed on or after 
July 1, 1991, shall enroll in the EEODF within one year (12 months) of their appointment.  
Those that are hired, promoted, or appointed after July 1, 1991, are encouraged to 
participate as a refresher since many laws and policies have changed over time.   

 
The NCDOT Training & Development (T&D) works with the Office of State Human 
Resources to schedule training and enroll NCDOT managers and supervisors. The 
enrollment process is as follows: 

 
1. Eligible candidate lists are maintained in the NC Learning Management System.  

Our HR department works with the LMS staff at OSHR and the LMS vendor to make 
any necessary updates to the eligible list as we transition to maintaining these 
records in LMS. 

2. OSHR is responsible for scheduling all EEODF training in the LMS.  Each 
Department is responsible for providing trainers and training sessions for their 
own employees, while providing a small percentage of seats for other state 
agencies with employees in the same geographical region.  Agencies work through 
OSHR to schedule training in LMS. 

3. NCDOT HR has trainers certified in the EEODF curriculum.  The EEO Unit will 
collaborate with NCDOT trainers as needed based on workload demands on the 
T&D unit and the desire to involve the EEO Unit in this EEODF curriculum. 

4. NCDOT management, the EEO Unit, and the T&D unit have agreed to provide 
refresher training to supervisors and managers who have attended the training on 
a seven- to ten-year cycle to ensure that managers receive periodic refreshers on 
this valuable training.  The specific content of the refresher is under review by 
NCDOT.  NCDOT will begin conducting these refreshers after current supervisors 
and managers have met the statutory requirement of attending the full, required 
curriculum at least once. 
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Employment First and Reasonable Accommodation  
  

In March 2019, Governor Roy Cooper signed Executive Order (EO) #92 (Employment First 
for North Carolinians with Disabilities; https://governor.nc.gov/media/1208/open).  The 
EO makes Employment First the policy of state agencies to reflect the stat’s goals to be a 
leader in recruiting workers with disabilities and making an inclusive job climate for those 
workers. 
 
NCDOT will continue to provide reasonable accommodation for applicants and 
employees.  NCDOT will work through its HR Department to establish an active approach 
for increasing employment identification by persons with disabilities and religious beliefs 
and practices in order to obtain more accurate workforce representation numbers. 
NCDOT will continue to keep the Employment First policy of the State (EO #92) in the 
forefront of its hiring practices through employment objectives and recruitment 
strategies.  Targeted recruitment strategies include: 
 

• Enhancing the focus on disability awareness; 

• Improving communication through training; 

• Educating managers/supervisors on the value of employing persons with 
disabilities; 

• Identifying concerns of hiring managers;  

• Incorporating goals for the EEO committee to include initiatives for employment 
of persons with disabilities; 

• Coordinating with HR to establish appropriate goals for employment of persons 
with disabilities; 

• Initiating a self-identification process to identify persons with disabilities 
accurately; 

• Utilizing the NC Department of Health and Human Services’ Vocational 
Rehabilitation Services to develop an employment plan for the Blind and Visually 
Impaired and other disabilities; 

• Increasing the hiring of interns and developing individual plans for current interns; 

• Connecting HR and VR agencies in developing processes for job leads and 
requirements to match potential applicants;  

• Partnering with community rehabilitation programs. 

 
  

https://governor.nc.gov/media/1208/open
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Program Evaluation and Reporting/Monitoring  
 

Program Evaluation 
 
NCDOT assess the following when regularly evaluating our program throughout the year: 
 

• Review of recruitment practices to ensure vacancy announcements are disseminated 
to a diverse network;  

• Hiring and promotion practices are reviewed to ensure decisions are based on job-
related abilities using standardized processes;  

• Discipline, grievance, compensation, and performance management data are 
reviewed to evaluate any trends and to ensure that bias is not a factor in decision 
making;  

• Data collected in the exit interview program is regularly analyzed and shared with 
senior management; and  

• Employees are regularly encouraged to provide feedback on their workplace 
environment. 

 
Program Reporting 

 
The EEO Manager/AA Officer is responsible for making reports to the senior management 
on a regular basis and to the Office of State human Resources, as requested.  These 
reports will be used to ensure that the Agency’s EEO Plan is being followed and that equal 
opportunities exist for employees and applicants.  The EEO Manager/AA Officer will use 
the following data sources to generate necessary reports by race, sex, age, and disability 
status, when available: 
 

• NEOGOV applicant tracking data; 

• BOBJ transactional reports for compensation, hiring, separations, promotions, and 
other employee actions; 

• NCVIP data for performance management ratings; and 

• Internal tracking reports such as the selection/decision log, adverse impact 
analysis form, or other related information.   

 
The EEO Manager/AA Officer will continue to meet with the Secretary to provide updates 
on the status of implementation of EEO Program Objectives.  The EEO Manager/AA 
Officer Manager will also meet periodically with the Office of State Human Resources as 
requested and other stakeholders involved in the strategic planning process, and with the 
EEO Advisory Committee upon return from hiatus.   
 
The EEO/AA Officer will use NeoGov applicant tracking data; information contained in 
the Integrated HR-Payroll System (IHRPS) such as BOBJ Report B0178-F which was 
specifically developed for NCDOT to compare agency data with Census Labor Force 
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statistical data particularly since NCDOT falls under the recommendation of the Federal 
Highway Administration (FHWA).  NCVIP data will be used for performance 
management ratings; and internal tracking reports such as the selection/decision log, 
adverse impact analysis form, or other related information.   
 

Harassment Prevention Strategies  
 
All employees have the right to work in an environment free from discrimination and 
harassing conduct.  No State employee will engage in conduct that falls under the 
definition of unlawful workplace harassment, including sexual harassment discrimination, 
or retaliation, and no employment decision will be made because of race, religion, color, 
national origin, ethnicity, sex, pregnancy, gender identity or expression, sexual 
orientation, age, political affiliation, National Guard or veteran status, genetic 
information, or disability. 
 

1. NCDOT’s Equal Employment Opportunity Statement signed by the Secretary 
prohibits unlawful workplace harassment, sexual harassment, and retaliation.  

2. All personnel policies and practices are to be conducted in a work environment 
that is fair and free from harassment, discrimination and retaliation. 

3. NCDOT will maintain and report unlawful workplace harassment complaints 
through established grievance reporting mechanisms. 

4. An annual review will be conducted to determine the progress the Department 
has made toward strategy objectives.  

 
Any supervisor who witnesses such harassment or is otherwise informed of a violation of 
this policy is directed to bring this to the immediate attention of the EEO/AA Officer or 
HR Director or ER Representative.  Failure of a supervisor (or others) with such knowledge 
to promptly advise the EEO Officer or HR is grounds for disciplinary action up to and 
including dismissal.  The investigation of any such complaint will be carried out promptly 
and will involve only those persons with a need to know.   
 
Any employee found to have harassed another employee in violation of this policy is 
subject to disciplinary action up to and including dismissal, depending on the severity of 
the offense. 
 
Internal Workplace Investigations – Complaint process 
 
Throughout 2021 the EEO Investigators conducted internal investigations of employee 
unlawful conduct and prohibitive employment practices complaints based on equal 
employment opportunity policies and procedures violations.  
 
To assure all NCDOT employees perform optimally to the best of their abilities in a safe 
and harassment-free workplace functionally aligned with the Agency’s vision, mission, 
goals, and objectives, the Equal Employment Opportunity (EEO) Unit: 
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1. Consults with managers, supervisors, and employees on EEO issues by:  

• Providing sound guidance to managers and supervisors relative to EEO 
related matters.  

• Promptly responding to management and employee inquiries regarding 
EEO issues.  

• Making recommendations for equitable resolution of disputes. 
2. Upon assignment to investigate a grievance, the EEO Investigator drafts an 

Investigation Plan. 
3. The EEO Investigator contacts parties (Complaint(s), Respondent(s), Witnesses, 

and responsible official in Complainant’s Chain of Command), schedules 
interviews, conducts interviews (on-site, phone, email (as appropriate pursuant to 
COVID 19), collects documentation, examines environments and related 
documentation, reviews and analyzes data, identifies and summarizes findings of 
fact specifically relevant to Complainant allegations, drafts case determinations, 
determines conclusions, and recommendations (as appropriate), and complete 
investigations within 45 days, which includes time for administrative reviews 
(requesting 15-day extensions as appropriate), notify appropriate 
Administrator(s), Complainant(s) and Respondent(s) of determinations, and 
updates complaint log. Provides Complainant with appeals information.   

4. When investigations are conducted on-site, verify required posters. Ensures 
compliance with federal and state law, NCDOT policies and procedures.   

5. Consults with Management & General Counsel as appropriate.  
 

To create and maintain a work environment free of any conduct that falls under the 
definition of unlawful workplace harassment. A focus of the strategy is to provide training 
to employees and management on how to recognize and effectively resolve unlawful 
workplace harassment by:  
 

• Disseminating the EEO Policy Statement to all employees. DOT’s EEO Policy 
Statement is posted conspicuously at all DOT facilities. 

• Providing annual policy reviews to all employees and managers. 

• Sensitizing employees to the subject through training, orientation, and literature. 

• Issuing disciplinary actions appropriately for unlawful workplace harassment in 
accordance with established disciplinary action procedures. Violation of the 
Unlawful Workplace Harassment policy will result in disciplinary action, and it is 
administered on a case-by-case basis. Disciplinary actions shall be entered into the 
HR-Payroll system as needed. 

• Consistently communicate the commitment by the Agency to the prohibition of 

unlawful workplace harassment, sexual harassment, and retaliation; the process 

of for disseminating information prohibiting unlawful workplace harassment and 

retaliation to all agency employees. Encourage employees to participate in Lunch 

and Learn series on a variety of EEO and diversity topics, including harassment 
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prevention. Encourage employees to take EEO, diversity and unlawful harassment 

refresher training every other year or every three years.  

  
Reduction In Force (RIF)  

 
NCDOT has the authority to separate an employee whenever it is necessary due to 
shortage of funds or work, abolishment of a position, or other material change in duties 
or organization. NCDOT complies with the State Human Resources Reduction in Force 
Policy and the Reduction in Force Priority Policy.  Retention of employees in classes 
affected shall be based on systematic consideration, at a minimum of the following 
factors:  
 

• type of appointment 

• relative efficiency 

• actual or potential adverse impact on the diversity of the work force 

• length of service 
 
NCDOT shall notify the employee in writing of separation as soon as possible and in any 
case not less than 30 calendar days prior to the effective date of separation. The written 
notification shall include the reasons for the reduction in force, expected date of 
separation, the employee’s eligibility for priority reemployment consideration, applicable 
appeal rights, and other benefits available. 
 
An employee separated through a reduction in force may appeal the separation only on 
the grounds listed in the Employee Grievance Policy.  
 
Pursuant to the State Human Resources Manual, employees with career status (as defined 
by N.C.G.S §126-1.1), who have received official written notification of imminent 
separation due to Reduction in Force, are eligible for priority consideration under the 
provisions outlined in the Manual. An employee shall receive priority consideration for a 
period of 12 months from the date of the official written. 
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Pregnancy Workplace Adjustment  
 
In December 2018, Executive Order #82 (Promoting Health and Wellness by Clarifying 
Protections Afforded to Pregnant State Employees; 
https://governor.nc.gov/media/1041/open) was issued by Governor Roy Cooper.  This 
Executive Order required that state agencies extend workplace protections and 
modifications to pregnant employees upon request, unless doing so would impose 
significant burdens or costs. 
 
This Order specifically required that state agencies: 
 

• Post written notice of the rights afforded to pregnant state employees under OSHR 
policies and the EO.  This notice must be physically displayed in a conspicuous area in 
each office maintained by the agency; 

• Collect and compile information regarding their efforts to educate their management 
and staff of their obligations and employee rights under OSHR policies and EO; and  

• Provide OSHR information in the next annual EEO Plan on the following: 
 

▪ The number of notices in each state agency office that educate 
management and their staff of their obligations and employee rights. 

▪ The content of those notices; and  
▪ Information regarding any additional education initiative(s) carried out 

by the agency, specifically the nature of the initiative, the information 
conveyed, and the estimated number of management and staff who 
were able to obtain information from or otherwise had access to the 
initiative. 

 
 NCDOT’s education initiatives are: 
 

• The inclusion of this requirement in NCDOT’s OCR’s new employee orientation 
materials. 

• Posting of the requirements on the agency website. 

• Discussion of the requirement at agency-wide staff meetings; or 

• Modifications to and dissemination of internal procedures to support the EO. 
 

 

  

https://governor.nc.gov/media/1041/open
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Prohibiting the Use of Salary History  
 
In April 2019, Executive Order #93 (Prohibiting the Use of Salary History in the State Hiring 
Process; https://governor.nc.gov/media/1218/open) was issued by Governor Roy 
Cooper.  This Executive Order prohibited state agencies from requesting salary history 
from applicants or relying on previously obtained prior salary information in determining 
an applicant’s salary.  OSHR was required to remove the employment history fields from 
the state application.  
 
This Order specifically required that state agencies: 
 

• Collect and compile information regarding their efforts to educate relevant staff about 
this EO. 

• Provide this information to OSHR in their annual EEO Plan. 
 
NCDOT’s education initiatives are: 

 

• HR staff trained in the new salary administration requirements. 

• Posting of the requirement on the agency website. 

• Discussion of the requirement at agency-wide staff meetings; or 

• Modifications to and dissemination of internal procedures to support the EO. 

  

https://governor.nc.gov/media/1218/open
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SECTION III 

 
Data Elements 

 
Workforce Availability  

 
It is the policy of NCDOT to provide equal employment opportunity to all employees and 
applicants. To comply with our EEO Plan and policy statement, NCDOT conducts a 
workforce analysis annually and reports its findings to OSHR by March 1st of each calendar 
year. NCDOT conducts workforce analyses to track its EEO efforts, develop numerical 
goals and to set forth action plans to improve program delivery.  The workforce analysis 
is conducted using the Federal Government EEO-4 Job Categories used by state and local 
government and is based on NCDOT’s relationship with FHWA (Federal Highway 
Administration).  The categories are based upon 1) responsibilities and primary duties; 2) 
knowledge and training; and 3) level of skill.   
 
NCDOT completes workforce analyses and monitors programs using the Federal 
Government EEO-4 job categories used by state and local government in lieu of the 
Standard Occupational Categories (SOC) used by other North Carolina State agencies.  It 
should be noted that an agreement between OSHR and the Office of Civil Rights’ (OCR) 
EEO Unit Manager was established due to the Department of Transportation’s (NCDOT) 
requirement to complete a 5-yr rolling Affirmative Action Plan (AAP) followed by an 
Annual Update based on NCDOT’s receipt of federal funding from The Federal Highway 
Administration (FHWA) in 2016.  As agreed with OSHR in February 2022, this agreement 
should be revisited with and confirmed by OSHR at the start of each State EEO Plan to 
ensure that NCDOT remains in compliance.       
 
The use of the EEO-4 job categories drive, not only, the workforce analysis but the Annual 
Placement Goal Notification (“Just in Time” Notification) that are sent to NCDOT’s HR 
department by the EEO Unit as a good faith effort to ensure equal employment 
opportunity for all. It also identifies areas of minority and female underrepresentation, as 
well as evaluates and analyzes personnel actions such as new hires, promotions, training, 
and disciplinary actions.  The EEO-4 job categories used by state and local government 
are listed below:   
 

1. Officials and Administrators 
2. Professionals  
3. Technicians  
4. Protective Service Workers  
5. Paraprofessionals  
6. Administrative Support (Including Clerical and Sales) 
7. Skilled Craft Workers  
8. Service-Maintenance  
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A workforce analysis begins with identifying the number and percentage of minority and 
female incumbents that NCDOT has in each EEO-4 job category. The analysis determines 
whether underrepresentation of one or more employee group exists. If 
underrepresentation does exist, numerical goals, program objectives, and action plans 
are developed to address the areas of underrepresentation. NCDOT uses HR-Payroll 
Reports B0178-F, Pop/Labor Force Compromise Census Compare by EEO-4 job category 
used by state and local government for its workforce analysis. Underrepresentation exists 
when the percentage of employees in an ethnic/gender group for a given EEO-4 job 
category is less than expected based on the average of their working age population 
percentage in their occupational EEO-4 job category labor force representation.   
 
NCDOT uses the Labor Force Analysis Method (population/labor force compromise) 
described below (See Table 1 below for HR-Payroll report B0178-F) as a guide in setting 
numerical goals for workforce representation, new hires, and promotions by EEO-4 
category. Workforce analysis is conducted as follows: 

 
1. Analyze the current workforce to identify its demographic characteristics. 
2. Determine the extent to which members of a racial/ethnic group, women, men, or 

persons with disabilities are present within the relevant labor market.  
3. Determine which EEO-4 job categories are underrepresented. A category is 

underrepresented when it has fewer members of a racial/ethnic group, male, female, 
or persons with disabilities than expected based on the average of their working age 
population percentage in their EEO-4 job category labor force representation.  An 
individual who has a physical or mental impairment that substantially limits one or 
more major life activities, has a record of such impairment, or is regarded as having 
such impairment. 

4. Develop numerical goals from this data for net increases in employing members of 
the underrepresented groups in each EEO-4 job category.  

 
Percentages for demographic groups may vary between occupational categories due to 
differences in the NC civilian labor force for those specific occupational EEO-4 job 
categories. The percentage of each ethnic/gender group in the occupation-specific civilian 
labor force is determined by the percentage of the group’s representation among those 
who are employed in North Carolina in the occupational area plus the unemployed whose 
last job was in the occupational group.   

 
The reports illustrate numbers and percentages of employees expected based on the NC 
Census Population availability, and their respective representation in the workforce.  

 
As of December 31, 2021, The Integrated HR-Payroll System (IHRPS) Report B0178-F 
reflects NCDOT employed a total of 8,666 employees. Of that total 2,034 females were 
underrepresented in Officials and Administrators, Professionals, Technicians, Skilled Craft 
and Service and Maintenance based on the NC Census Population availability.  Minorities 
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totaled 1,980 and were underrepresented in Officials and Administrators, Technicians, 
Protective Services, Skilled Craft, and Service and Maintenance based on the NC Census 
Population availability.   
 
Pop/Labor Force Compromise Census Compare by EEO-4 Job Categories - December 31, 
2021 

 
Table 3  

 
 

   
 

  
 

  
 

 
 



57 
 

 
 

 
 

 
 

 
 

 
IHRPS Report B0178-F2 
 

  

 
2 Source: Integrated HR-Payroll System (IHRPS)B0178-F Report, Federal Category as of Dec. 31, 2021, Based on 2010 Census 
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Table 1 below provides a numerical breakdown of under representation by EEO-4 job 
category. Underrepresentation based on NC Census Population availability is reflected by 
negative numbers for each individual EEO-4 job category:   
 
 Table 1 

 
 
A comparison of 2020 and 2021 reflects an increase of female representation in Officials 
and Administrators, Professionals, Technicians, and Administrative Support.  Female 
representation decreased in Protective Services, Paraprofessionals, Skilled Craft and 
Service and Maintenance. 
 
For minorities, there was a decrease in Technicians, Paraprofessionals and Skilled Craft, 
while there was an increase in Professionals, Protective Services, Administrative Support, 
and Service and Maintenance.  Minorities in the EEO-4 job category of Officials and 
Administrators remained consistent when years 2020 and 2021 are compared.  Table 2 
below provides a numerical breakdown; underrepresentation is reflected by negative 
numbers for each individual EEO-4 job category: 
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Table 2 

 
 
Overall, female representation in 2020 was 1,894 compared to 2,034 in 2021 (a decrease 
of 2%) and minority representation in 2020 was 1,971 and 1,980 in 2021 (an increase of 
2%).  The total of NCDOT’s female employees (2,034) in comparison to the number of 
females expected based on the labor force/census population (4,162) compromise 
method continues to show underrepresentation.  The total of NCDOT’s minority 
employees (1,980) in comparison to the number of minorities expected based on the 
labor force/census population (2,690) compromise method also continues to show 
underrepresentation. A breakdown of underrepresentation based on racial/ethnic groups 
is indicated below followed by an illustration of the Integrated HR-Payroll System (IHRPS) 
Report, B0178-F (in Table 3): 
 
Officials and Administrators: NCDOT employs fewer White females, Hispanic males and 
females, Asian males and females, American Indian/Alaskan Native (AIAN) males and 
females and persons with disabilities compared to their expected availability based on 
the NC labor force / census population compromise method.  There is no federal standard 
set for Veterans based on EEO-4 job category.  

 
Professional:  NCDOT employs fewer White females, Black/African American females, 
Hispanic males and females, Asian females, American Indian/Alaska Native (AIAN) 
females, and persons with disabilities compared to their expected availability based on 
the NC labor force / census population compromise method.  There is no federal standard 
set for Veterans based on EEO-4 job category.    

 
Technicians: NCDOT employs fewer White females, Black/African American males, 
Hispanic males and females, Asian females, American Indian/Alaskan Native (AIAN) 
females, and persons with disabilities compared to their expected availability based on 
the NC labor force / census population compromise method.  There is no federal standard 
set for Veterans based on EEO-4 job category.   
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Protective Service: NCDOT employs fewer Black/African American males and females, 
Hispanic males, Asian males and females, American Indian/Alaskan Native (AIAN) males 
and females, and persons with disabilities compared to their expected availability based 
on the NC labor force / census population compromise method.  There is no federal 
standard set for Veterans based on EEO-4 job category.   

 
Paraprofessional: NCDOT employs fewer White males and females, Hispanic males, Asian 
males and females, and persons with disabilities compared to their expected availability 
based on the NC labor force / census population compromise method. There is no federal 
standard set for Veterans based on EEO-4 job category.   
 
Administrative Support: NCDOT employs fewer White males, Black/African American 
males, Hispanic males and females, Asian males and females, American Indian/Alaskan 
Native (AIAN) males and persons with disabilities compared to their expected availability 
based on the NC labor force / census population compromise method.  There is no federal 
standard set for Veterans based on EEO-4 job category.   

 
Skilled Craft: NCDOT employs fewer White females, Black/African American males and 
females, Hispanic males and females, Asian males and females, American Indian/Alaskan 
Native (AIAN) females and persons with disabilities compared to their expected 
availability based on the NC labor force / census population compromise method.  There 
is no federal standard set for Veterans based on EEO-4 job category.   
 
Service and Maintenance: NCDOT employs fewer White females, Black/African American 
males and females, Hispanic males and females, Asian males and females, American 
Indian/Alaskan Native (AIAN) males and females and persons with disabilities compared 
to their expected availability based on the NC labor force / census population compromise 
method.  There is no federal standard set for Veterans based on EEO-4 job category.   
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Occupational Classifications  
 

All NCDOT job titles3 fall within one of the eight (8) Federal Government EEO-4 Job 
Categories used by state and local government and as defined in the Federal Highway 
Administration (FHWA) Desk Reference are listed below4:  

 
1. Officials and Administrators: Occupations in which employees set broad policies, 

exercise overall responsibility for execution of these policies, or direct individual 
departments or special phases of the agency's operations, or provide specialized 
consultation on a regional, district or area basis. 

 
2. Professionals: Occupations which require specialized and theoretical knowledge 

which is usually acquired through college training or through work experience and 
other training which provides comparable knowledge. 

 
3. Technicians: Occupations which require a combination of basic scientific or 

technical knowledge and manual skill which can be obtained through specialized 
post-secondary school education or through equivalent on-the-job training. 

 
4. Protective Service Workers: Occupations in which workers are entrusted with 

public safety, security and protection from destructive forces. 
 

5. Paraprofessionals: Occupations in which workers perform some of the duties of a 
professional or technician in a supportive role, which usually require less formal 
training and/or experience normally required for professional or technical status. 
Such positions may fall within an identified pattern of staff development and 
promotion under a "New Careers" concept. 

 
6. Administrative Support (Including Clerical and Sales): Occupations in which 

workers are responsible for internal and external communication, recording and 
retrieval of data and/or information and other paperwork required in an office. 

 
7. Skilled Craft Workers: Occupations in which workers perform jobs which require 

special manual skill and a thorough and comprehensive knowledge of the process 
involved in the work which is acquired through on-the-job training and experience 
or through apprenticeship or other formal training programs. 

 
8. Service-Maintenance: Occupations in which workers perform duties which result 

in or contribute to the comfort, convenience, hygiene or safety of the general 
public or which contribute to the upkeep and care of buildings, facilities or 

 
3 Source: Integrated HR-Payroll System (IHRPS)Active Positions Report 
4 Source: U.S. Department of Transportation Federal Highway Administration Equal Employment Opportunity Program Desk 
Reference, pp. 3-82 through 3-83. 
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grounds of public property. Workers in this group may operate machinery. 
Includes: chauffeurs, laundry and dry-cleaning operatives, truck drivers, bus 
drivers, garage laborers, custodial employees, gardeners, and ground keepers, 
refuse collectors, construction laborers, park rangers (maintenance), farm 
workers (except managers), craft apprentices/trainees/helpers, and kindred 
workers. 
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Race and Ethnicity (Including Veterans)  
 
The workforce analysis uses five (5) EEO-4 ethnic/gender group definitions used by the 
Federal Government 5:  
 

1. White (Not Hispanic or Latino): A person having origins in any of the original 
peoples of Europe, North Africa, or the Middle East.  

2. Black or African American (Not Hispanic or Latino): A person having origins in 
any of the Black racial groups.   

3. Hispanic or Latino: A person of Mexican, Puerto Rican, Cuban, Central or South 
American, or other Spanish culture or origin regardless of race.  The term, 
“Spanish origin, can be used in addition to “Hispanic or Latino”.   

4. Native Hawaiian or Pacific Islander (Not Hispanic or Latino): A person having 
origins in any of the peoples of Hawaii, Guam, Samoa, or Pacific Islands. 

5. Asian (Not Hispanic or Latino): A person having origins in any of the original 
peoples of the Far East, Southeast Asia, or the Indian subcontinent including, for 
example, Cambodia, China, India, Japan, Korea, Malaysia, Pakistan, the Philippine 
Islands, Thailand and Vietnam. 

6. Native American or Alaskan Native (not Hispanic or Latino): A person having 
origins in any of the original people of North and South America (including Central 
America) and who maintains tribal affiliation or community attachment.  

 
Veterans  

 
The 2022 EEO Plan for NCDOT has an expected overall employment objective is 5.6% for 
veterans.   NCDOT’s veteran status workforce representation is 5.9%, just .3% points 
above the federal standards.  To compile data on veterans, NCDOT utilizes HR-Payroll 
Report B0178-F which was modified to display total veterans as a free characteristic and 
HR-Payroll BP038 which provides race/ethnicity to get a better assessment of the veteran 
workforce representation.  All demographic totals are compiled for SPA Employees6.  As 
shown below in the Veterans by EEO job category table below (Tables 4 and 5), 5.9% (514 
out of 8,666) of active employees have reported veteran status, which is below the 6.6% 
(595 out of 8,956) from last year (2020) but above North Carolina’s 5.7% objective of fair 
representation.  A statistical breakdown of Veteran Types in Table 6 while reporting 
reflects Additional Veteran Status at NCDOT as having 275 Separated Veterans and 72 
Retired Veterans.  Additionally, State Statute reports a total of 12 Spouses of Disabled 
Veterans and 3 Spouses or Surviving Dependents of Deceased Veterans.      

 
   
  

 
5 https://www.eeoc.gov/federal-sector/management-directive/frequently-asked-questions-about-management-directive-715 
6 IHRPS HR-Payroll Report BP038: Employee Headcount by Org Structure – Veterans as of Dec. 31, 2021. 
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Table 4  

 
 
 

Table 5  
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Table 6 
 

 
     
 

  

Veterans Type

Veteran 

Status

Protected 

Veteran

Vietnam 

ERA 

Veteran

Other 

Protected 

Veteran

Recently 

Separated 

Veteran

Armed Forces 

Service Medal 

Veteran

Disabled 

Veteran

Not a 

Protected 

Veteran

X 251 28 280 22 24 28 132

Note : Employees may have more than one Veterans Type

Special 

Disabled 

Veteran

22
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 Workforce Representation of Persons with Disability 
 
The NCDOT State EEO Plan will continue to emphasis on the employment of persons with 
disabilities. North Carolinians with disabilities represent 12% (1,006) of the state’s census 
population and experience disproportionate levels of unemployment.  As of December 
31, 2021, NCDOT’s total of employees who self-identified as having a disability 
represented just 2% (176) of NCDOT’s workforce which is a slight increase from the total 
of 162 in 2020 for self-identified disability representation of just under 2%.  NCDOT 
utilizes HR-Payroll Report B0178-F to display total employees with a disability as a free 
characteristic.  The report does not provide a breakdown specific to race/ethnicity and 
gender.   
 
 

 
 
 
To support and encourage individuals with disabilities to find employment, NCDOT will 
continue employment objectives and recruitment strategies targeted at individuals with 
disabilities. Among other strategies, NCDOT will work through its HR Department to 
encourage greater self-identification by persons with disabilities to obtain more accurate 
workforce representation numbers. 
 
The Department implemented disability awareness training to educate managers/
supervisors concerning the employment rights of persons with disabilities and the 
Department’s facilitated interactive process for exploring and providing reasonable 
accommodation.   
 

  

Official and Administrators 6

Professionals 61

Technicians 14

Protective Services 4

Paraprofessionals 20

Administrative Support 38

Skilled Craft 32

Service and Maintenance 1

Not Assigned 0

Total 176

Total Number of Employees Listed as Persons with Disabilities based on 

EEO-4 Job Category
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Program/Employment Objectives  
 

Program objectives are the targets for hiring, promotions, and overall workforce 
representation. NCDOT sets program objectives using number and percentage expected 
based on the NC occupation specific labor force and the NC working population (ages 18-
64) compromise method to establish goals for work force representation, new hires, and 
promotions by job category.   
 
FHWA does not require goal setting for White males due to the large population within 
NCDOT.  In addition, NCDOT is not required to set goals for Asian, American 
Indian/Alaskan Native (AIAN), or Two or More races due to the availability of the 
population based on location in the state of North Carolina as determined by the US 
Census reporting.   
 
The preceding does not affect eligible, qualified hires within these ethnicities.  Although 
not required, goals continue to be set for Asian and American Indian/Alaskan Native 
(AIAN) were possible for year 2022 as a good faith effort.  Two or More races are not 
captured in the Integrated HR-Payroll System (IHRPS) Report B0178-F.  Statistics for 
Ethnicity Unknown vary and are not required by FHWA as gender is not available.  
NCDOT’s overall program objective is to reach parity in the workforce by eliminating 
underrepresentation in the female and minority workforce within each EEO-4 category 
used by state and local government. 
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Job Opening Estimates Form in BEACON (IHRPS) 
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IHRPS Report B0178-F7  

 
7 Source: Integrated HR-Payroll System (IHRPS) B0178-F Report, Federal Category as of Dec. 31, 2021, Based on 2010 Census 

White+

Male

White+

Fem

Black

Male

Black

Fem

Hisp

Male

Hisp

Fem

Asian+

Male

Asian+

Fem

AIAN

Male

AIAN

Fem

Ethn

Unk Total

Tot

Fem

Tot

Mnrt Disab Vets

# Employed 0 0 1 0 0 0 0 0 0 0 0 1 0 1 0 1

% Employed 0.0 0.0 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 100.0 0.0 100.0

# Difference 0 0 1 0 0 0 0 0 0 0 0 1 -1

% Difference 0.0 0.0 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 -11.6

Planned # 

Increase 0 0 0 0 0 0 0 0 0 0 0 0

Planned % 

Increase 0 0 0 0 0 0 0 0 0 0 0 0

Target 

Classfication(s)

Action Steps N/A

N/A

Export to Excel to enter employment objectives below.  Fill in Planned # Increase, Planned % Increase, or both.

EEO Federal Category:  Not assigned

Agency Data

Labor Force Standard

Employment Objectives:  Using EEO Federal Category
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At the close of the calendar year December 31, 2021, NCDOT lost 290 employees when 
comparing the population of 8,956 in 2020 to 8,666 in 2021.  During 2021, Annual 
Placement Goals were set as a good faith effort to reach parity for females and minorities.  
Below is a comparison of workforce representation for females and minorities in each 
EEO-4 job category: 
 
Officials and Administrators: In this category there was an increase in representation of 
White females (+5), and Black/African American females (+1).  There was a decrease in 
Black/African American Males (-2) in this category.  There was no representation of Asian 
males or females, American Indian/Alaskan Native males, or females.   

 
Professional: In this category there was an increase in representation of White females 
(+16), Black/African American males (+13), Black/African American females (+18), 
Hispanic males (+24), Hispanic females (+3), Asian males (+10), American Indian/Alaskan 
Native male (+1) increased in this category.  There was a decrease in this category for 
Asian females (-18).  There was no change for American Indian/Alaskan Native females in 
this category, remaining at a representation of 3.  Ethnicity unknown decreased in this 
category (-84) which could lend to the idea that more employees volunteered to self-
identify their race/ethnicity.      

 
Technicians: There was an increase in White females (+1), Black/African American females 
(+1) and Asian males (+1).  There was a decrease in Black/African American males (-7), 
Hispanic males (-2).  There was no representation of Hispanic females.  Asian females, 
American Indian/Alaskan Native males or females remained consistent with no changes 
in representation.  Ethnicity unknown decreased in this category (-25) which could lend 
to the idea that more employees volunteered to self-identify their race/ethnicity.      
 
Protective Services There was a decrease in White females (-3), Black/African American 
females (-2), Hispanic females (-1), Asian male (-1).  An increase in Black/African American 
males (+3). Hispanic males and American Indian/Alaskan Native males remained 
consisted between 2020 and 2021.  There was no representation of Asian females, or 
American Indian/Alaskan Native females in this category.  Ethnicity unknown decreased 
to zero (0) in this category which could lend to the idea that more employees volunteered 
to self-identify their race/ethnicity.   
 
Paraprofessional: A decrease in representation for Black/African American males -11), 
Black/African American females (-9), Hispanic males (-2), Asian males (-1), American 
Indian/Alaskan Native males (-1).  White females, Hispanic females and Ethnicity 
Unknown remained consistent between 2020 and 2021 in this category for 
representation.  There was an increase of Asian females (+1), and American 
Indian/Alaskan Native females (+1).      
 
Administrative Support: An increase of White females (+15), Black females (+8), Hispanic 
males (+1), Hispanic females (+3), Asian males (+1), American Indian/Alaskan Native 
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females (+3) in this category.  Black males, Asian females, and American Indian/Alaskan 
Native males remain consistent between 2020 and 2021 for representation in this 
category.  Ethnicity unknown decreased to (-26) in this category which could lend to the 
idea that more employees volunteered to self-identify their race/ethnicity.         
 
Skilled Craft: This category shows a decrease in White females (-5), Black/African 
American males (-25), Hispanic males (-2), and American Indian/Alaskan Native males (-
10). Hispanic females increased (+1) in this category.  Black/African American and 
American Indian/Alaskan Native females remain consistent between 2020 and 2021.  
Ethnicity unknown decreased to (-168) in this category which could lend to the idea that 
more employees volunteered to self-identify their race/ethnicity.     
 
Service and Maintenance: With no representation in Black/African American females, 
Hispanic females, Asian males or females, American Indian/Alaskan Native males, or 
females.  Hispanic males remain consistent in representation in this category between 
2020 and 2021.  There was an increase in White females (+2), Black/African American 
males (+2) in this job category.  Ethnicity unknown decreased to zero (0) in this category 
which could lend to the idea that more employees volunteered to self-identify their 
race/ethnicity.   
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Additional Areas of Statistical Evaluation  
 

JOB PLACEMENT GOALS 
 

Methodology Used to Calculate Goals 
 

NCDOT uses the EEO-4 job categories used by the federal government to establish annual 
goals. This process was agreed upon in 2016 between OSHR and NCDOT’s EEO Unit due 
to the receipt of federal funding from the Federal Highway Administration (FHWA).  The 
methodology for setting goals is based on realistic, experience-based projections of 
openings and a target that placements will reflect the expected percentages for each 
demographic group based on the labor force/census compromise method.  
 
This process begins with the EEO Program Specialist compiling applicable reports using 
the IHRPS which are then analyzed, calculated and forwarded to HR Techs throughout the 
agency to provide their Anticipated Vacancies for the upcoming year.  Upon receipt of the 
Anticipated Vacancies, the EEO Program Specialist compiles and analyzes additional data 
to calculate Job Placement Goals which are used to develop the Annual Placement Goals 
(Just-In-time) Notification forms that issued to NCDOT’s HR to disseminate to Hiring 
Managers across the agency. 
 
The specific steps for this methodology along with a specific description of the data 
sources for each row and how the numbers are calculated under FHWA requirements 
used by EEO Program Specialist.  FHWA’s formula is below:  
 
 
Annual Placement Rate =    # Needed to Reach Parity   

       # Anticipated Vacancies X # Years to Reach Goal 
 

Annual Placement Goal =  Annual Placement Rate X # Anticipated Vacancies8 
 
         

 
 
 

 
8 Source: U.S. Department of Transportation Federal Highway Administration Equal Employment Opportunity Program Desk 
Reference, pp. 3-105 through 3-106. 
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▪ Run HR-Payroll report BP006 for the Department, the Department excluding DMV and 
the 14 Highway Divisions (hereafter DOT Other), DMV, and each of the 14 Highway 
Divisions for a three-year calendar period by classification.  

▪ Filter by “Action Type” to calculate a three (3) year average by classification for each 
of the business units. 

▪ Request that DOT Other, DMV, and the 14 Division Engineers project their job 
openings for the calendar year using the three (3) years as points of reference. 

▪ Run HR-Payroll report B0178-F and export to Excel.  

• Current Number in Workforce: B0178-F report as of 12/31/2021. 

• Percentage in Category: B0178-F report as of 12/31/2021. 

• Percentage of Availability: B0178-F report as of 12/31/2021. Average the percent 
expected based on the labor force from the B0178-F for each race/gender group, total 
minorities, and total females per EEO-4 category.  

• Enter the results on the “Percentage of Availability” row. 

• Over/Under Representation: Subtract the Percentage of Availability from the Percentage 
in Category. 

• Number Needed to Reach Parity: Where there is a negative number in the Over/Under 
Representation row, multiply the number by the total in the category to determine the 
number needed to reach parity. For example, white females are underrepresented (-9.4) 
in Officials and Administrators, so multiply (.094 x 155 = -14.6 or 15). 

• Number Anticipated Vacancies: Multiply the total number employed in the category by 
the vacancy percent (155 X .2387 = 36.9 or 37) 

• Annual Placement Rate: Multiply the number of anticipated vacancies by the number 
years to reach the goal and then divide that number into the number needed to reach 
parity. For example, in the table above, multiply 37 x 5 = 185 and then divide that in the 
number to reach parity for white females. 15 ÷ 185 = 0.08 (in some cases, for example 
Black/African American males, the APR produces a goal based on an automatic round up 
in the formula’s percentage points). 

• Placement Goal: Multiply the annual placement rate by the number of anticipated 
vacancies to calculate the placement goal for each race/gender group within each federal 
EEO-4 category (.08 x 37 = 3).  

 
Note: Goals are reduced by 80% (3 x .80 = 2.4) of the calculated number to make them 
more reasonable and attainable (3 – 2.4 = .60 or 1 when rounded up).  Where the number 
of anticipated vacancies is zero, the APR cannot be calculated, so annual placement goals 
are set manually.   
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Additional Information: Where underrepresentation exists but the formula did not 
calculate a goal, a goal of 1 for each race/gender group in each category can be hard 
coded. These goals using the compromise method were compared with the goals set 
using the FHWA goal-setting formula. We used the higher of the two goals for each 
race/gender group in each category. 
 
Based on NCDOT’s relationship with FHWA, goals are set using the FHWA goal-setting 
formula over a 5-year period. The 5-year period is a direct result of NCDOT’s previous 
obligation to submit a 5-year Affirmative Action Plan (AAP) as per 23 CFR, part 230 subpart 
C and Appendix A as recommended by federal regulations.  As a result, the Planned 
Number Increase and Planned Percentage Increase on the Integrated HR-Payroll System 
(IHRPS) B0178-F Report reflects calculations over a 5-year period.  As of 2017, the 5-year 
AAP is no longer a requirement but a recommendation, however, since the State of North 
Carolina has a very comprehensive State EEO Plan that is submitted on an annual basis, 
no 5-Year AAP Plan will be submitted to FHWA since if reflects duplicative efforts.   
 
In addition to the North Carolina State EEO Plan, NCDOT submits an Annual Update to 
FHWA that consists of four sections, including a Program Overview, Accomplishments, 
Observations and Challenges, along with the work plan. The Program Overview Section 
provides a summation of the Program.   
 
As of November 2020, FHWA began the process of re-evaluating the possibility of 
eliminating the Annual Update based on duplicative efforts between submissions to 
FHWA and requirements of the State EEO Plan. If it is determined that the Annual Update 
is no longer a requirement, the EEO Unit will no longer need to calculate Job Placement 
Goals over a 5-year period but rather on an annual basis as required by OSHR.  Final 
confirmation from FHWA in reference to the Rulemaking continues to be pending. 
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In addition to the representation data, please see the inclusion of supplemental statistical 
data in the Agency EEO Plan will provide a more complete analysis of diversity and fairness 
within the workforce.  Areas of supplemental statistical data include performance 
management, recruitment and selection, and discipline and dismissal.    
 
Performance Management 

Performance Management ratings include “Does Not Meet Expectations, Meets 
Expectation, Exceeds Expectations, and N/A for employees that do not have enough time 
in employment for an evaluation at the time the evaluation is conducted9.  When 
reviewing the statistical data, less than 5% of the workforce received a performance rate 
of “Does Not Meet Expectations” while 80% received “Meets Expectations”.  Of the rating 
of “Meets Expectations”, 57% were White Males, 2% were White females, 9% were 
Black/African American males, 5% and Black/African American females, Hispanic males, 
Asian males, American Indian/Alaskan Native males all received 1%, respectively.  
Eighteen percentage (18%) received a performance evaluation of “Exceeds Expectations”.  
Of the performance rating of “Exceeds Expectations”, 4% were White males, 11% were 
White females; Black/African American males and females both received 1%, no other 
race/ethnicity received a rating of “Exceeds Expectations”. (See chart below).  

 

 
 

  

 
9 IHRPS Report B0040 Employee Performance Rating, December 31, 2021. 
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Recruitment and Selection 
 
NCDOT had a total of 8,666 employees at the close of calendar year 2021 of all new hires: 
44% were White male, 16% were White female, 9% were Black/African American male, 
18% were Black/African American female, 1% where Hispanic female and 2% were Two 
or More race identified females.  White males made up 65% of all promotions while 8% 
of all promotions consisted of White female, with 14% for Black/African American male, 
7% Black/African American female, 1% Hispanic male, less than 1% Hispanic female and 
Asian males at 1%, less than 1% for Two or More race identified females10.  Ethnicity 
Unknown made up 6% of all hires and 1% of all promotions. 
 
 

 
 

Discipline and Dismissal 
 
As of the close of the FFY September 30, 2021, a total of 160 Written Warnings were 
issued to race/ethnicity/gender categories of White males and females, Black/African 
American males and females, Hispanic males, Asian males and females, and American 
Indian/Alaskan Native males.  There were 21 suspensions issued to race/ethnicity/gender 
categories of While males and females, Black/African American males, an Asian female, 
and American Indian/Alaskan Native males.  Twenty (20) employees were Dismissed from 
employment, of those that received dismissals were race/ethnicity/gender categories of 
White males and females, Black/African American males and females, and Ethnicity 
Unknown.    There were Demotions issued race/ethnicity/gender categories of White 
males.   

 

 

 
10 IHRPS Report B0031 Hires and Promotions, December 31, 2021. 
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Disciplinary Actions 
 
NCDOT uses the Federal Fiscal Year (FFY) to issue the annual Disciplinary Actions Report 
as a result of a recommendation from federal entity, FHWA.  The FFY covers October 1st 
through September 30th.  The Disciplinary Action Report that is issued to NCDOT’s 
Leadership due annually at the beginning of the following calendar year.  NCDOT has 
monitored disciplinary actions by race and gender closely since 2014.  Department-wide, 
201 disciplinary actions were issued for FFY 2021. The percentage of disciplinary actions 
issued to Black/African American males continue exceeded their NCDOT workforce 
representation by more than 2 percentage points. Black/African American males were 
issued 32 actions representing 16% of all actions while comprising 10% of NCDOT’s 
workforce for the period of October 1st through September 30th, 2021, which at that time 
NCDOT consisted of 8,713 employees vs. 8,666 employees at the close of the calendar 
year of December 31st.    
 
 During the reporting period October 1st through September 30th, minorities were issued 
disciplinary actions (26%) proportionate to their workforce representation (26%). This 
table includes progressive disciplinary actions such as suspensions without pay, 
demotions, and dismissals.  No other minority group meets the threshold trigger for a 
more in-depth analysis as the actions issued do not consistently exceed their workforce 
representation by more than 2 percentage points.  
 

 
 
In 2021, White males received 66% disciplinary actions while comprising of 60% of the 
workforce however, this has not been a consistent concern over several years, therefore 
a more in-depth analysis has not been determined at present.  The EEO Unit will continue 
to collect the statistical data for review.  
 
Efforts to Reduce/Eliminate Adverse Impact.  The EEO Unit continued to pursue ways to 
reduce or eliminate adverse impact in the hiring and promotion employment practices. 
With the cooperation of NCDOT’s Human Resources Department, NCDOT continued 
issuing Annual Placement Goals (“Just In Time”) notification forms. (See Appendix F, 
Annual Placement Goal Notification, for a sample notification.)  
 
Anticipated Vacancies using BOBJ reports will be compiled to provide an average of 
historical vacancies for DMV and the 14 Hwy Divisions to assist each division/org unit in 
determining their best estimate of anticipated openings for the upcoming year.  This 
information is used to establish job placement goals as a good faith effort to reach parity 
of females and minorities.  
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Job Placement Goals through the use of a collection of statistical data that used to analyze 
and calculate job placement goals which includes the results received from the request 
of the anticipated vacancies provide by the division/org unit.  Calculations are based on a 
methodology provided by FHWA under 23 CFR 230 Part II that include an Annual 
Placement Rate.  The job placement goal process which is through the development of an 
extensive spreadsheet is used to develop Annual Placement Goal Notifications that are 
disseminated to all hiring managers across NCDOT and should be used during the hiring 
process as a good faith effort to reach parity of females and minorities.   
 
Annual Job Placement Goals (Just-in-Time) Notification are forms that provide goals set 
forth through the Job Placement Goal process as a good faith effort to reach parity of 
females and minorities for each of the eight (8) EEO job categories as set forth by FHWA 
23 CFR 230 Part II Subpart C, Appendix A.  These notifications are issued across NCDOT to 
all Hiring Managers as a point of reference during the hiring process. This is an issuance 
of a 128-page document to NCDOT HR for dissemination to all Hiring Managers to assist 
in the agency’s efforts to reach parity for females and minorities and to determine other 
areas of need to ensure diversity within job titles and EEO job categories. 
 
An annual Disciplinary Actions Monitoring Report is distributed to department business 
units. It includes analyses of the supervisors issuing disciplinary actions, interval data for 
the issuance of subsequent actions, the jobs to which the actions were issued, and the 
reasons actions were taken the areas where the disciplinary actions issued exceed any 
race/gender group’s workforce representation by more than 2 percentage points within 
the Department or the business unit based on requirements and recommendations set 
forth by FHWA’s 23 CFR 230 Part II Subpart C, Appendix A.   
 
Quarterly Reports are issued to the NCDOT Secretary, Executive Leadership, the 14 
Highway Divisions, and all business/organizational units as a measure to put forth a good 
faith effort to reach parity for females and minorities creating a diverse workforce.  Each 
area with 400+ employees will receive statistical data that reflects their specific 
contribution towards the goal for each quarter.  Each report consists of Progress Towards 
Goals, a comparison of workforce representation for the current and prior quarter, 
staffing activities such as hires and promotions along with a listing of all NCDOT job titles 
and their assigned EEO-4 Job Category.  A presentation is provided to the Secretary, 
Deputy Secretary, Executive Leadership by the EEO unit each quarter discuss the report 
and to provide recommendations such as working close with NCDOT’s HR Talent 
Management, DEI Recruiter to attract and retain a diverse pool of applicants and 
employees.    
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The EEO unit provided a Quarterly Report specific to DMV offering a specific breakdown 
of the Quarterly Report for DMV’s Commissioner Torre Jessup to assist in understanding 
their particular challenges and highlight of efforts towards reach the annual goals set 
forth for the year using demographic and 2010 Census information provided by OSHR and 
OSC. 
 
Statistics for Training are provided all statistical information for trainings (EEODF – as 
required by N.C.G.S. 126-16, EEO Compliance Curriculum (until it was discontinued and 
replaced by Make our organization a great place to work Diversity, Equity & Inclusion, 
Fundamentals of Management) to ensure management is in compliance with all required 
trainings.  
 
Attend OSHR Lunch and Learn trainings/seminars OSHR Lunch and Learn series offered 
during 2021 as well as additional trainings offered by OSHR 
 
Submit Communications updated EEO communications such as EEO Policy, State EEO 
Plan, FHWA Annual Update, NCDOT Policy Statement, and Grievance Policy to be updated 
on internal (Inside NCDOT) and external sites (NCDOT) where applicable. 
 
Since 2019, ten HBCU Fellows have graduated from the program and ten have gained full-
time employment. The 2021 Fellows class has six fellows working in NCDOT units. 
 
Twenty interns representing eight HBCUs/MSIs in the state completed an eight-week 
2021 HBCU Summer Internship program.  
 
Summer STEM Program hosted 15 educators from the Wake County Public School System 
for a virtual session in July to teach educators about NCDOT and create awareness of the 
transportation industry. 
 
Federal Highways Administration National Summer Transportation Institute program 
hosted approximately 150 students at nine sites across the state to expose minorities and 
girls in middle and high to careers in transportation. 
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Identification and Correction of Issues  
 

Procedure for Monitoring. In year 2021, NCDOT continues to be committed to Equal 
Employment Opportunities for all qualified persons.  Efforts continued to be made to 
recruit qualified individuals including minorities and females increase a diverse applicant 
pool. The EEO Unit continues to consult with divisions to make the hiring managers aware 
of underrepresentation. Hiring managers are advised to increase their applicant pool by 
focusing recruitment efforts on minorities and females and are directed to select the most 
qualified candidate.  As standard practice, Hiring Managers do not receive the race and 
gender information of applicants, however, the hiring manager signs the notification to 
confirm awareness of the goal.  The notifications are included in the Hiring Packages that 
are reviewed my NCDOT’s EEO Unit.   
 
Human Resources, with the assistance of the EEO Manager/Affirmative Action Officer, 
makes good faith effort to attain a diverse applicant pool for each posted position. To 
ensure that a diverse applicant pool is attained, HR Talent Management focuses on 
recruitment of underrepresented groups. HR Talen Management consistently maintains 
connections with minority and female organizations for recruitment purposes. 
  
An internal monitoring and evaluation system to audit personnel policy and personnel 
decisions is essential to ensure non-discrimination and the achievement of program 
objectives, activities, goals, and timetables. Continuing to assess the overall effectiveness 
of the Equal Employment Opportunity program and providing statistical data upon which 
to base recommendations for future action is a good faith effort to reach parity and 
recognize disproportionate and disparate treatment.  EEO reporting systems contained in 
the Integrated HR-Payroll System (IHRPS) provides management with the data needed for 
positive consultations.    
 
Black/African American males continue to be issued disciplinary actions at 
disproportionate rate of 16% in comparison to their workforce representation of 10%, 
and therefore continue to exceed the 2% threshold set forth by the requirements and 
recommendations of FHWA. It is possible that there continues to be a strong correlation 
between the percentage of Black/African American males in a business unit and tendency 
to issue disciplinary actions within that business unit based on position/job title, safety 
requirements, and standard operating procedures. The EEO Unit will continue to review 
available safety data to monitor and evaluate the consistency in the issuance of actions 
for safety-related infractions across the agency.  Additional data may be requested from 
the Safety and Risk Management Section to conduct a more in-depth analysis. 
   
Through the efforts of training, networking, and collaboration across the agency address 
challenges pertaining to the latest trends, disparate treatment, adverse impact, 
disproportionate disciplinary actions for Black/African American males or 
underrepresentation of females and minorities.  The Equal Employment Opportunity Plan 
will be updated annually and as State and Federal laws, regulations, and guidelines 
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require.  As stated earlier, program activities in NCDOT were either limited or nonexistent 
due to COVID-19 restrictions.  In calendar year 2021, NCDOT experienced progression in 
representation of females and minorities.  Even with the continuing effects of a pandemic 
during 2021, NCDOT utilized the SEA, TEA, HBCU programs and move forward with newly 
hired full-time employees.  The EEO Plan includes the internal procedures and programs 
designed to address EEO challenges and observations as NCDOT continues to be 
committed to fostering equal employment opportunities.  
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SECTION IV 
 

Documents 
 

EEO Plan Requirements 
 
 

A. Table of Contents 
B. Program Elements 

1. EEO/Affirmative Action Plan Certification Statement 
2. The State EEO Policy 
3. Agency/University Overview 

a. Vision 
b. Mission 
c. Purpose 

4. Agency EEO Achievements 
5. Assignment of Responsibility and Accountability 

a. Agency Head 
b. Manger and Supervisor 
c. EEO Committee  
d. EEO Officer 

6. Dissemination Procedures 
a. Internal 
b. External 

7. Program Activities 
a. Recruitment 
b. Selection 
c. Onboarding 
d. Promotion 
e. Training 
f. Compensation and Benefits 
g. Performance Management 
h. Transfers and/or Separation 
i. Disciplinary Process 
j. Grievance Process 

8. Equal Employment Opportunity and Diversity Fundamentals (EEODF) 
9. Employment First and Reasonable Accommodation 
10. Program Evaluation and Reporting 
11. Harassment Prevention Strategies 
12. Reduction in Force Procedures 
13. Pregnancy Workplace Adjustments (EO #82) 
14. Prohibiting the Use of Salary History (EO #93) 

C. Data Elements 
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a. Workforce Availability 
b. Agency Occupational Classifications 
c. Program/Employment Objectives 
d. Attainment of Employment Objectives 
e. Additional Areas of statistical Evaluation 

1. EEO Quantitative Analysis Form 
2. Performance management 
3. Recruitment and Selection 
4. Discipline and Dismissal 

f. Identification and Correction of Issues 
D. Attachments 
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APPENDICES 
 

 

• APPENDIX A:  State of North Carolina EEO Policy 
 

• APPENDIX B:  NCDOT EEO Policy Statement 
 

• APPENDIX C:  NCDOT Disciplinary Action Policy & Procedures 
 

• APPENDIX D:  State Human Resources Employee Grievance Policy 
 

• APPENDIX E:  NCDOT Discrimination Grievance Process for Exempt Employees 
 

• APPENDIX F:  SAMPLE - Annual Placement Goal Notification (“Just in Time” 
Notification) 
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APPENDIX A: STATE OF NORTH CAROLINA EEO POLICY 
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APPENDIX B: NCDOT EEO POLICY
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APPENDIX C: NCDOT DISCIPLINARY ACTION POLICY & PROCEDURES 
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APPENDIX D:  STATE HUMAN RESOURCES EMPLOYEE GRIEVANCE POLICY 
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APPENDIX E: NCDOT DISC RIMINATION GRIEVANCE PROCEDURE FOR EXEMPT EMPLOYEES 
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APPENDIX F: SAMPLE - ANNUAL PLACEMENT GOAL NOTIFICATION - (“Just in Time Notification”) one is 

issued for each of the eight (8) EEO-4 Job Category 

 

ANNUAL PLACEMENT GOAL NOTIFICATION 
 

 
 
Organizational Unit:   
 
EEO Category:  Professionals 
 
Position Number:   

 
White 
Male 

White 
Female Black 

Male Black 
Female Hispanic 

Male Hispanic 
Female Asian 

Male Asian 
Female AIAN 

Male AIAN 
Female Total 

Minority Total 
Female 

            

(Note:  If a cell is blank, no goal has been set for this category.) 

 
 
 

Resources for Targeted Recruitment of Applicants 
 

 
Recruitment Specialist 

HR Talent Management 

919-707-4436 
 
 
 
 
 
 
 

_________________________________  ______________________ 
  Hiring Manager      Date 

 
Please sign and attach the form to the Hiring Packet.  Please contact the EEO Section of the Office of 

Civil Rights at 984-236-1221 if you have any questions about this form or the applicant selection 
guidelines under Title VII of the Civil Rights Act of 1964 and ADA.  (rev. 02/2022) 


