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PROGRAM ELEMENTS

CERTIFICATION STATEMENT

Equal Employment Opportunity/Affirmative Action Plan
Certification Statement

This certifies that the attached Equa! Employment Opportunity/Affirmative Action Plan represents the
MC Department of Transpertation’s commitment to providing equal emplayment opportunities to all
applicants and employees. | attest that the NC Department of Transportation fellows the Morth Caroling

Equal Employment Opportunity Policy along with all applicable federal and state laws, including current
executive orders governing equal employment opportunities,

ﬁx\

February 28, 2020
ames H, Tr‘efd SE:relanr Date

February 28, 2020
helby M. Scales, Office of Civil Rights, Director Date
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STATE 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 equitabl e without
unlawful discrimination, harassment or retaliation on the basis of:

® race,
e religion,

e color,

e ethnicity

e national origin,
* sex,

e pregnancy,

e age (40or older),

e political affiliation,

e National Guard or veteran status,

e sexual orientation,

e gender identity or expression,

e geneticinformation, or

e disability, except where age, sex, or physical requirements constitute bona fide occupational
qualifications.

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 Attachment A for OSHR EEO Policy).
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OUR VISION
NCDOT: A global leader in providing innovative transportation solutions

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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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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NCDOT PURPOSE

The North Carolina Department of Transportation (NCDOT) is 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 maintaina
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 receives federal funds from the Federal Highway Administration (FHWA). All state departments of
transportation that receive Federal financial assistance in connection with the Federal-Aid Highway Program.
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NCDOT EEO ACHIEVEMENTS

Monitored the EEO Compliance Metric. The EEO Compliance metricis assigned for the state fiscal
year to coincide with the Valuing Individual Performance (VIP) performance evaluation period. For the
year ending June 30, 2019, 85.7% of all employees (7,420 of 8,660) for SFY 2019 as compared to 95% of
all employees (8,978 of 9,359) for SFY 2018. The results were shared with Secretary Trogdon during
the EEO Manager’s annual update.

For the current year, we have rolled out the curriculum with a completion date of April 30, 2020. An
early deadline has been set to avoid state fiscal year end competing deadlines, close-out activities, and
the deadline for completing performance appraisals on employees which is also on or about June 30,
2020. We have also made other technical changes in the automated learning management system
that facilitates automated reminders to employees who have not completed the curriculum when the
deadline approaches.

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.

Relaunch of the Secretary’s EEO Advisory Committee. The Committee continues to be on hiatus with
a planis to relaunch in 2020. The focus of the committee will be to recommend action to the Secretary
on diversity issues and on removing barriers to employment and advancement within NCDOT for
applicants and employees from underrepresented protected classes.

It will continue to be comprised of a cross-section of 12 executive-level members and managers, along
with the OCR Director and the EEO/Affirmative Action Officer, serving in ex-officio, non-voting
capacities. The committee will report to the Secretary and serve as an independent advisor to the
Secretary on diversity and EEO issues. The committee chair will communicate recommendations to the
Secretary.

Continued Disciplinary Action Monitoring Plan. Inits Annual Program Review dated October 1, 2018
to September 30, 2019, the Federal Highway Administration (FHWA) recommended that NCDOT
develop a comprehensive plan to address the disproportionate number of disciplinary actions issued
against African American males. As a result, the Office of Civil Rights (OCR) developed a monitoring
plan to ensure that disciplinary actions are issued fairly and consistently to all members of protected
classesin all NCDOT organizational units. 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, OCR staff will conduct a more in-depth analysis of the disproportionate impact and
will prepare a report for the EEO Manager, who will then decide on next steps.
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Department-wide, 274 disciplinary actions were issued for SFY 2019. The percentage of disciplinary
actions issued to black males again exceeded their NCDOT workforce representation by more than 2
percentage points. Black males were issued 53 actions representing 19.3% of all actions while
comprising 9.9% of NCDOT’s workforce for the period. No other gender/ethnic group meets the
threshold trigger for a more in-depth analysis as the actions issued do not exceed their workforce
representation by more than 2 percentage points. In 2019, NCDOT launched more in-depth statistical
guantitative and qualitative analysis into the possible reasons for the disparity for black males.

Training Symposium and Business Expo. The Southern Transportation Civil Rights Executive Council’s
(STCREC) 13t biennial training symposium was held on August 19 —22, 2019 in Charlotte, North
Carolina was hosted by the State of North Carolina’s Department of Transportation. Established in
1994, the 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.

Diversity Awareness. The 2019 Southern Transportation Civil Rights Executive Council’s (STCREC) 13t
biennial training symposium, hosted by NCDOT, included a 1.5-hour workshop with a panel that
provided their expertise on 1) Understanding Gender ldentity and Expression, 2) Understanding and
Addressing Transgender Issues in the Workplace, and 3) How to Support Transgender Employees in the

Workplace.

The EEO Manager developed a communications plan so that EEO information and announcements are
provided 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.
Below is a list of announcements that went out during 2019:

e Dr. Martin Luther King Jr. Day, January 17, 2019

e Black History Month February 12,2019

e National Guard Heritage Month February 28, 2019

e Women's History Month February 22,2019

e Irish American Heritage Month February 22, 2019

e Developmental Disabilities Awareness Month February 28, 2019

e Women in Construction Week March 1, 2019

e \Vietnam Veteran Day March 25, 2019

e Days of Remembrance of the Victims of the Holocaust and Holocaust Commemoration Day March
25, 2019

e National Minority Health Month April 1, 2019

e Jewish Sports Heritage Month April 3, 2019
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e QOlder Americans Month May 7, 2019

e Asian American- Pacific Islander Heritage Month May 8, 2019
e Missing and Murdered Indigenous Woman Month May 8, 2019
e LGBTQPride Month June 5, 2019

e Juneteenth DaylJune 19, 2019

e Immigrant Heritage Month June 20, 2019

e Americans With Disabilities Act Day July 26, 2019Female Veterans Appreciation Day July 26, 2019
e Women’s Equality Day August 26, 2019

e Employ Older Workers Week September 20, 2019

e Hispanic Heritage Month September 27, 2019

e Indigenous People’s Day October 14, 2019

e Breast Cancer Awareness Month October 3, 2019

e Disability Employment Awareness Month October 3, 2019

e [talian American Heritage and Culture Month October 7,2019
e Minority Enterprise Development Month October 7, 2019

e Invisible Disabilities Week October 14, 2019

e Veterans Day November 11,2019

e American Indian Heritage Month November 14, 2019

e Transgender Day of Remembrance November 20, 2019

On-Site Evaluations and Follow-up. EEO Specialists completed a total of five (5) on-site evaluations
during FY 2019. The business units evaluated were Right of Way, License and Theft, Division 5, Division
10, and Customer Compliance. An Opening Conference meeting was conducted with each business unit
to review and discuss over/under representation, new hires, and promotions as they relate to ethnicity,
gender, and disciplinary actions. Interviews of randomly selected managersand employees immediately
followed the Opening Conference meeting.

Final Reports with recommendations were provided to the business units, conference calls for discussion
of each unit’s final report along with an agreement of good faith efforts from which letters of
commitments where provided to the business unit for signature to be returned within five (5) business
days. Follow up activities will continue throughout the 2020 calendar year.

Reports to Business Units. EEO Specialists provides Quarterly Reports for SFY 2019 to the business
units with an over/under representation analysis, discussion of new hires and promotions, and
reporting on the ethnicity, gender, and types of disciplinary actions being issued. Units agreed to have
the workforce representation reports on their meeting agendas quarterly. They agreed to share
disciplinary action reports with management as appropriate.

Training and Development*. The EEO Unit and ADA Unit staff completed:
e EEO Compliance Curriculum
e Diversity for Today’s Employees
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Training Provided*. The EEO Unit staff provided:
e Basic EEO Training for NCDOT Community Engage Series
e EEO Compliance Curriculum

*Due to budget restraints training opportunities were limited. As a result, the above reflects
opportunities that were available.

ADA Program Increases Training Efforts. The NCDOT ADA program has conducted business
throughout the Department in an effective and efficient manner. The ADA program has worked 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, Preconstruction, the Chief Engineer’s office, Local Programs Management, Public
Transportation Division, Division of Motor Vehicles, as well asIT. Some of the items we have worked
together on are:

e Automated GIS inventories of statewide curb ramps

e Automated efforts with NCDOT facility inventories

e NCDOT’s Website

e Ongoing efforts with pedestrians in work zones

e Preconstruction conference presentation/training

e Training to all Highway Divisions on curb ramp requirements
e Training to new DMV Examiners

e Accessible Olli pilot program

e Review of multiple municipality transition plans

The ADA program’s efforts in outreach to municipalities (NCDOT subrecipients) across NC have
grown exponentially. Through a collaboration with the League of Municipalities, we have been
able to provide training to over 100 staff of municipalities throughout the state. These training
efforts provided many cities the knowledge and resources to begin and, in some cases,
complete their own ADA transition planning. The ADA program was able to conduct several
transition plan reviews during this cycle.

The ADA program, in addition to municipality training, was able to continue to provide staff training for
some units and conduct outreach when possible. Increased efforts to use resources efficiently to
complete ADA work while staff resources were temporarily reduced allowed much of the usual activity
to continue without disruption. The NCDOT Division of Highways staff provided “constructing curb
ramps” training to each of the 14 highway division offices across the state. Thistraining resulted ina
total of 359 employees being trained on the technical aspects of designing and constructing curb
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ramps. The goal of this training was to develop consistency across the state for all curbramp
endeavors.

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 emphasizes the development of
math and science skills and requires the use of problem-solving strategies, critical thinking,
communication skills, and applying research and presentation skills.

Each team was judged in four categories including: written report, oral presentation, design drawing
and model efficiency. Bridges are designed and built by the students. The teams who participate in the
event represent a multi-cultural array of backgrounds and social economic status. Both NCDOT and
private sector engineers are involved in the judging of the competition. During the event, students may
discuss their bridge building designs with NCDOT engineers and representatives from the engineering
and construction industries.
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The 2019 NC DOT Model Bridge Building competitions were held in Raleigh on March 15t and the final
competition was held on April 26th. There were 32 middle schools and 55 high schools across North
Carolina that participated in the events. The 2019 winners were:

2019 Bridge Building Winners
Middle School High School
15t Place Highfalls Middle School Polk High School
2"d Place Polk County Middle School Whiteville High School
3rd Place North Carolina Mathematics and Franklin Academy High School
Science Education Network Pre-College
Program

Introduce a Girl to Engineering Day. “Introduce a Girl to Engineering Day” was held on April 11, 2019.
High school female students interested in math and science attended the empowering event. Janet A.
Whetstone-Perez, PE, Sandhills Regional Traffic Engineer spoke about “A Week in the Life of a Female
Engineer”. There was a panel of 4 female engineers who discussed education, job responsibilities, and
opportunities afforded which was followed by an open question and answer forum.

L WIR) Al
SSID = EM-Open
Username = emopen
Password = 08apr19
(Internet Access Only)

Summer Engineering Assistants Program (SEA). The Summer Engineering Assistants Program offers
students in good academic standing the opportunity to work summers as interns in the engineering
field. Students learn about the work performed at NCDOT and gain valuable experience that counts
toward eligibility for permanent employment. The program offers unique opportunities with hands-
on, real-world experience.

Based on need, there may be internship positions available for other majors as well. Positions are
located statewide. Job locations depend on the availability and location of current construction
projects, job requirements, and the students’ needs and interests ranging from the mountains to the
coast.

Page | 14



NORTH CAROLINA
Department of Transportation

2020 EEO PLAN

Applicants must be enrolled in an accredited institution and in an associate, bachelor’s or master’s
level civil, environmental or biological engineering program. Applicants must have completed at least
24 semester hours and have a minimum 2.5 grade-point average at the time of employment. These

are paid internships and the work session is from May through August.

SEA Colleges Represented

NCSU 46
Shaw University 1
NCAT 18

UNIVERSITY OF ARKANSAS

North Carolina Wesleyan College

CLEMSON

NMT

APPSTATE

WAYNECC

Lamar University

ECU

VCU

DUKE

The University of Texas Rio Grande Valley (UTRGV).

Western Piedmont Community College

CAMPBELL

University of Kentucky

PURDUE

UNC Pembroke

Wake Tech

SOUTHWESTERNCC

Western Carolina University

VA TECH

AUBURN

University of Texas at Arlington

University of Tennessee at Chattanooga

UMICH

Johns Hopkins University

WAYNECC

ANDERSON UNIVERSITY

Guilford Technical Community College

Sandhills Community College

RlrlR|pr[rlRr|pr[rlRr|r(wlr|r[RrlRr|r|[R|R[,[RIR[O|R|R[D[RIN[R]R

UNC Charlotte 24
UNC Wilmington 7
Winstom Salem 1
Total Schools represented 140]
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Transportation Engineering Associates Program. The TEA rotational training program recruits recent
civil engineering graduates who have a thorough knowledge of the principles of civil engineering with
little to no practical experience. The 18- to 24-month rotational program offers associates essential job
training in a variety of highway units within NCDOT, such as, Locations & Surveys, Aviation,
Construction, Roadside Design, Mobility & Safety, Maintenance, and Photogrammetry. During the
program, the associate spends between 6 to 18 weeks under the supervision of an engineering
professional to gain a better understanding of the complex task of planning, designing, constructing,
and maintaining NCDOT roadway systems. Upon successfully completing the program, the associate is
eligible for permanent placement. Twenty-seven (27) Associates worked with NCDOT in the past year.

2019 TEA Program Hires by College/University

Number of
2019 Colleges/Universities Students Representation
NC State University 9 33.3%
North Carolina A&T University 4 14.8%
UNC Charlotte 5 18.5%
Clemson University 2 7.4%
East Carolina University 1 3.7%
Southern Utah University 1 3.7%
University of Cincinnati 1 3.7%
University of Dayton, OH 1 3.7%
University of Pittsburg 1 3.7%
University of West Florida 1 3.7%
Georgia Institute of Technology 1 3.7%
Total 27 100.0%
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2019 TEA Program Hires by Race/Ethnicity

TEA Programs Hires by Race/Ethnicity

Asian Male
7%

Black Female
7%

Hispanic Female
3%

Hispanic Male
6%

White Male
58%
White Female
19%

m Asian Male = Black Female = Hispanic Female Hispanic Male = White Female = White Male
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Assessment Center. The NCDOT Assessment Center was first established in 1985 by the Secretary of
DOT as a professional development program designed to develop an effective and efficient pool of
leaders. Over 1.5 days, early career NCDOT supervisors and managers participate in a series of
professional instruments designed to assess 14 managerial competenciesidentified as critical by DOT
senior management.

The Assessment Center provides 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. Upon completion of the program, participants receive a
comprehensive feedback summary report of their competency-based strengths, suggested areas of
improvements, and a six-month mentorship opportunity with an Assessor. Assessors partner with
each participant in developing and implementing a personal action plan and setting goals to identify
training opportunities that will reinforce competency-based strengths and address suggested areas of
improvement.

This developmental experience helps NCDOT supervisors and managers deliver our projects, programs,
infrastructure, services and initiatives more effectively and efficiently.

Eligibility Criteria of Candidates:

e At least two years supervisory experience with NCDOT or

e Candidate nominated based on Organizational Role/Business Unit Need

e Most recent NCVIP Performance Evaluation Rating of “meets” or “exceeds” expectations
e No active disciplinary actions

The participant information for the Assessment Center is for January 1, 2019-May 31, 2019. The
Assessment Center was not active during the months of June-November 2019, due to the travel and

budgetary governance that is currently in place.

SFY 2019 Assessment Center Participants

Demographic Number of Participants
White Male

7

White Female 3
Black Male 1
Black Female 2
3

5

Total Minorities

Total Female
TOTAL PARTICIPANTS 13
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Social Media. NCDOT’s HR Recruitment Specialist maintains a Facebook page entitled NCDOT Careers.
A host of valuable information about career fairs, TEA, SEA, the Model Bridge Building Competition,
etc. can be found at: NCDOT Careers Facebook

HBCU/MIHE Internship Program. The Historically Black Colleges/Universities (HBCU) and Minority
Institutions of Higher Education (MIHE) Internship is a paid, ten-week program designed to expose,
engage, and educate students by giving them tangible, real world experiences with various offices
within the NC Department of Transportation. The program prepares students attending an HBCU/MIHE
with the knowledge, resources, and expertise necessary to apply to future positions with NCDOT
and/or other professions. Essential components of the internship experience include professional
development workshops on skills such as resume building, LinkedIn, and networking. Students will
have exposure to the inner workings of statewide projects and initiatives throughout NCDOT’s 14

divisions and business units. Recruitment videos are available to highlight NCDOT’s internship
programs.

HBCUs and MIHEs are open to all students, without regard to race, ethnicity, national origin, creed, or
color. Our program is open to all students attending an identified, accredited HBCU/MIHE.
Traditionally, students applying for the program are African American females and males.

In 2015, the NCDOT hired the first HBCU/MIHE Internship participantin the program’s 15+-year
history. In 2016, two HBCU/MIHE interns were hired to work with NCDOT. A 2016 intern completed
NCDOT’s Public Transportation Apprenticeship Program and was hired with the Durham Region Transit.
NCDOT hired one intern in 2017 and one in 2018. In 2019, there were 231 applicants, 137 were
forwarded to managers and ultimately 42 interns were hired.

2019 HBCU/MSI Summer Interns — 42 interns
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HBCU/MIHE Internship Program Applicant Data

Total Number Number Referred to

College/University Name Applicants Hiring Manager Hired
Bennett College 0 0 0
Elizabeth City State University 11 8 3
Fayetteville State University 35 24 8
Johnson C Smith University 2 2 2
Livingstone College 1 1 1
North Carolina A&T State
University 50 39 11
North Carolina Central
University 41 24 9
St. Augustine's University 23 12 3
Shaw University 5 3 2
UNC Pembroke 1 1 0
Winston-Salem State
University 27 23 3
Other - schools not selected
from above list 35 0 0
Total 231 137 42
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Office of HBCU Outreach. The mission of the Office of HBCU Outreach is to create inclusion and
opportunities for HBCUs/MSI in the transportation industry. The strategic priorities are to expand
diversity in the transportation industry through employment and contracting, value and promote the
culture of diversity and inclusion at NCDOT, establish strategic alliances and advocacy efforts,
strengthen the sustainability of North Carolina’s HBCUs/MSI, connect HBCUs and minorities with
emerging trends in transportation. While focusing on their strategic priorities, the Office of HBCU
Outreach accomplished the following:

e Doubled the number of summer internships from 25 students in 2017 to 44 students in 2018 and 42
students in 2019. We also increased intern wages from $10/hour to $15/hour and offered a $1,000
need-based housing allowance.

e Partnered and collaborated with the N.C. Department of Natural and Cultural Resources in their
development of a HBCU focused summer internship program at various North Carolina museums
and aquatic centers that created 15-20 new summer internship opportunities for HBCU/MSI
students.

e Created a state-wide government summer internship program consortium to share best practices,
maximize talent and leverage resources. The work of this consortium resulted in the creation of the
HBCU/MSI Resource Guide to internships and scholarship opportunities shared at career days and
special events across the state to engage students with state and federal government opportunities.

e In the Summer of 2018, four NCDOT HBCU Summer interns from North Carolina A&T were the first
HBCU students to visit the International Headquarters of Virgin Hyperloop in California and Nevada.
Hyperloop is a new futuristic mode of transportation that will move people and freight through low
pressure tubes at 600 mph to 700 mph.

Transportation Fellow Scholarship Program HBCU/MIHE. In 2018, NCDOT began a new program, the
North Carolina HBCU/MIHE Transportation Fellows Scholarship Program (NCHBCUF). It is designed to

help foster new diverse transportation professionals by helping students at HBCUs/MIHEs matriculate
through college. The objectives of the NCHBCUF program are:

e To attract the nation’s brightest minds to the field of transportation

e To expand, diversify and retain top talent in the transportation industry of the United States

e To bring innovation and enhance the breadth and scope of knowledge of the entire transportation
community inthe United States

This fellowship program provides financial assistance to help cover the cost for highly motivated future

transportation professionals and leaders (in all modes of transportation) who are pursuing their
undergraduate and Master’s degrees.
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In 2019, HBCU/MSI hosted 12 NCDOT Fellows:

College/University Work Area
NCCU Department of Motor Vehicles
NCAT Logistics & Freight Unit
NCCU Department of Motor Vehicles
NCCU Chief Deputy Secretary's Office
NCCU Department of Motor Vehicles
NCCU Department of Motor Vehicles
NCCU Bicycle & Pedestrian Division
SAU, NCCU Kinston Airport
NCAT Kinston Airport
NCCU Kinston Airport
FSU Department of Motor Vehicles
NCCU Office of Civil Rights
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ASSIGNMENT OF RESPONSIBILITY/ACCOUNTABILITY

It is a fundamental policy of the Department to assure equal opportunity inemployment. Equal
employment opportunity is for all individuals regardless of race, color, ethnicity, sex, 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 aninclusive 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.

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, it is 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 EEQO/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/AA Officer.
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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.

CHIEF DEPUTY SECRETARY

The Chief Deputy Secretary has oversight responsibilities of the operation, development, and
implementation of the EEO Plan with delegated authority to assign to the EEO Manager/Affirmative
Action 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.
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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 inthe development and implementation of the EEO planand 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.

EEO ADVISORY COMMITTEE

Although, they have been on hiatus since 2018, when NCDOT relaunches the EEO Advisory Committee,
the committee will: review the programs of the Department as they relate to the equal opportunity
area; recommend administrative measures to improve the Department’s performance; and bring
about awareness of equal opportunity issues. The committee will be comprised of both managers and
employees, with agency-wide representation. The committee will serve as a communication link
between managers, employees, and the EEO staff on aspects of the EEO Plan and Program. The
committee will report to the Secretary and is not a function of the OCR unit. The duties and
responsibilities will include but are not limited to:

Review and evaluate the equal employment opportunity plan and program;

Review workforce representation data in each occupational category;

Survey the organizational climate and employee attitudes and evaluate the resultant data;

Meet with the agency head or university chancellor in conjunction with the EEO Officer to

discuss EEO programs, report on the employees' concerns, and recommend changes or

additions to the EEO policy, plan, or program;

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

6. Best practiceis that the EEO Committee meets quarterly, but itis important that the group
remain engaged and active if meetings are less frequent;

7. Once appointed, all members should attend the EEODF training, if they have not already

completed the course.

PwnNPRE
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EEO OFFICER

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

10.

11.
12.

13.

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

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

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

Advise management of the EEO program's impact and effectiveness;

Provide or coordinate EEO training for management and employees;

Provide confidential consultation for management and employees in matters involving EEO
concerns;

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;

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

Coordinate programs to achieve program objectives;

Present information on the EEO plan and program to management and employees on a regular
basis; and

Ensure all newly hired, promoted, or appointed supervisors and managers complete required
EEODF training in accordance with 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.

All employees have access to a hard or electronic copy of NCDOT’s EEO Plan;

Managers and supervisors are effectively trained annually on their responsibilities to the equal
employment opportunity program and related policy;

The EEO Policy statement is posted on bulletin boards in common areas and other areas where
employees and/or the public may congregate;

Newsletters and other in-house publications are used to communicate information about the
EEO Plan, policy, and program on a regular basis; and
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5. All employees are provided information about NCDOT’s EEO Plan, Policy, and Program including
Governor issued Executive Orders.

EXTERNAL DISSEMINATION. External dissemination of the EEO Plan and policies is also necessary
to ensure that the general public isinformed of the NCDOT’s EEO Plan. T 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. Maintainregular and routine contact with recruitment resources.

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, in conjunction with the equal employment opportunity policy statement, includes a
recruitment program with specific objectives:

e Review and monitor recruitment procedures to abolish any discriminatory practices or
employment barriers that may exist;

e Review all recruitment literature to ensure that itis relevant to all employees;

e |Institute measures that will improve NCDOT’s recruitment process as it relates to established
program objectives;

e Specify measures for maintaining contact with recruitment resources and informing these
resources of employment opportunities, particularly in management, professional, and technical
level positions; and

e 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.

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

e Send job postings to other organizations that assist veterans and individuals with disabilities secure
employment.

e NCDOT grants requests for reasonable accommodations based on disability or religion unless such
requests cause undue hardship.
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Some of the above objectives have been challenging to implement, but the EEO Unit will continue to
make efforts to achieve these objectives.

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 and do not
discriminate based on protected class.

NCDOT’s EEO Planincludes a selection process consultation and review program with the following
objectives:

e Conduct periodic job analyses to validate job-related qualifications, selection criteria, and training
needs;

e Cooperate with the OSHR or other trained resources on the review and validation of written tests,
interviews, or other selection devices;

e Coordinate training with Human Resources for employees who interview applicants for employment
in proper interviewing techniques;

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

e Analyze the flow of applicants through the selection and appointment process, determining reasons
for the rejection of qualified applicants from underutilized groups in areaswhere program objectives
have been set or underrepresentation exists.

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

e Searchfor jobs throughout State government

e Apply online

e Check the status of applications which they have submitted electronically
e Receivejob 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.).
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e Upon receiving approval of requisition to advertise for hire, NCDOT Human Resources will return the
approved requisition with the Annual Goal Notification form (also referred to the “just in time”
notification) to the Hiring Manager.

e The Hiring Manager may choose to use resources available through NCDOT HR for assistance with
identifying internet links to additional posting sites a Hiring Manager may use to do targeted
recruitment to increase the percentage of underrepresented applicants in the pool and/or conduct
independent targeted recruitment.

e The Hiring Manager determines the appropriate option in posting a vacancy (internal to the agency,
State government or external). The position is posted with an opening and closing date.

e Employees and applicants must submit an application online for the vacancy before the established
closing deadline.

e Applications are submitted to the Human Resources Operations Unit, Division (1-14) Personnel
Section, DMV Personnel Section, or Ferry Personnel Section. The Qualifications Evaluator of the unit
reviews the credentials of each applicant and determines who possesses the minimum qualifications.
A pool of applicants who meet the minimum qualifications is identified.

e The qualified applicants are forwarded to the Hiring Manager. The Hiring Manager schedules
interviews with applicants chosen from the qualified applicant pool. The Hiring Manager utilizes pre-
determined written interview questions that are based upon job-related KSAs and records the
applicant’s response.

e The Hiring Manager identifies the recommended applicant for the position, completes a hiring
justification notice, and forwards them to Division management for final approval. The final selection
recommendation/decision is made from among the interviewed applicants. Upon approval from
Division management, the Hiring Manager assembles the employment package and sends the
package to the Human Resources Operations Unit, Division (1-14) Personnel Section, DMV Personnel
Section, or Ferry Personnel Section for processing through the applicant tracking system.

e The EEO Officer or designee reviews the goal notice, employment package of applications,
application of the selected applicant, proposed salary offer and the selection justification before the
employment offer. Once approved by the EEO Officer/designee, the package is forwarded to Human
Resources for final approval including budget approval.

e Upon final approval by Human Resources, the Hiring Manager notifies the selected applicant and
extends an offer of employment. Once the offer is accepted by the selected applicant and the
applicant reports for work, the Hiring Manager provides timely written notice of non-selection to all
qualified applicants.

e An employment offer letter is generated by the Hiring Manager containing the effective date of
employment, location/name of duty station, name of immediate supervisor, classification title,
appointment type, and salary. The letter is sent to the selected applicant via the preferred method
of notification.

Comprehensive Diversity and Inclusion Strategy. To further NCDOT’s commitment to diversity and
inclusion, equal opportunity, and affirmative action, the EEO Program Unit obtained the assistance of
an outside consultant. A Diversity and Inclusion (D&I) assessment of NCDOT’s workforce and
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workplace, including hiring practices, targeted recruitment practices, the culture, and the
administration of disciplinary actions was launched. In 2020, NCDOT has plans to move forward with
the consultant’s recommendations asto how to improve D&I efforts for the present and the future.

PROMOTION

The EEO program supports the promotion and upward mobility of underrepresented groups. It is
unlawful to fail to provide an equal opportunity for upward mobility to all employees. In order to
ensure that the process of selecting employees for these opportunities does not have discriminatory
adverse impact on employees who are qualified for promotion or other forms of upward mobility,
NCDOT’s EEO Planincorporates a promotional procedure to provide equal employment opportunity to
applicants seeking promotion.

The EEO Plan requires recruitment procedures that attract a diverse pool of applicants and requires
hiring authorities to act affirmatively in minimizing or eliminating underrepresentation throughout all
levels of the State’s workforce. Hiring managers receive notice of underrepresented groups annually,
quarterly, and at the point that they post a vacancy. Specific recruitment efforts shall be taken, both
internally and externally, to optimize the presence of highly qualified persons from underrepresented
categories among applicants considered. When hiring into occupational categories where there is
established underrepresentation, hiring authorities shall consider and support equal employment
opportunity in providing promotional opportunities inthe same way that they shall consider and
support equal employment opportunity with new hires, transfers, and reassignments.

Promotional Priority. Inaccordance with State Human Resources policy, the Department provides
promotional priority consideration to all current State employees who have achieved career status. If it
is determined that an eligible employee and an outside applicant have “substantially equal
qualifications,” then the eligible employee must receive the job offer over an outside applicant.

"Substantially equal qualifications" occur when the employer cannot make a reasonable determination
that the job-related qualifications held by one applicant are significantly better suited for the position
than the job-related qualifications held by another applicant

State employees with priority status are not considered outside applicants for the purpose of the
promotional priority policy if they were:

e separated from exempt policymaking or exempt managerial jobs for reasons other than cause,
e notified of or separated by reduction-in-force, or

e returning from workers’ compensation leave.

In accordance with the NC Administrative Code, 25 NCAC 01L .0104, (c) (2) (C) (ii), all promotion

recommendations are reviewed by the EEO unit for compliance with EEO program objectives prior to
the final agency hiring decision.
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TRAINING

Employee training is a cost-effective program. 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 agency.

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. Maintaining
requests for training made by employees and the training provided to all employees (regardless of
whether or not it was requested) are significant indicators of NCDOT’s efforts. Promoting NCDOT’s
Academic Assistance Policy is encouraged. The program serves to develop the employee’s knowledge,
skills, and abilities to better serve the citizens of North Carolina. The Academic Assistance Program
provides reimbursement of academic costs if funds are available from the Academic Assistance budget
and provides academic leave if the course is available only during working hours.

COMPENSATION AND BENEFITS

A structured, uniform procedure has been implemented to ensure fairness and equity in the
administration of compensation. Consideration should be given to criteria for salary recommendations,
such as related education, training, and experience and salaries of current employees performing
similar duties and responsibilities. In addition, 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 salary recommendations prior to offer to identify
trends and discuss concerns with managementin order to minimize inequities.

PERFORMANCE MANAGEMENT

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
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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 free from bias.

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 EEQ 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.

DISCIPLINARY PROCESS

It is the intent of the North Carolina Department of Transportation to comply with the policies of the
State Human Resources Commission on disciplinary actions. The purpose of the NCDOT Disciplinary
Action Policy and Procedures (see Attachment 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. This policy will be administered in a fair and equitable manner free of unlawful
discrimination.

Employees will be notified of all future changesto 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. The policy will also be 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.

Monitoring of Disciplinary Actions. 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. Analysis
of the results will provide opportunities to develop strategies for reducing any adverse impact found.

An annually 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
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.
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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 Attachment D for OSHR Employee Grievance Policy.)

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
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.

EQUAL EMPLOYMENT OPPORTUNITY AND DIVERSITY FUNDAMENTALS (EEODF)

In accordance with N.C.G.S. §126-16.1, NCDOT is required to enroll supervisors and managersin 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 of their
appointment. Those that are hired, promoted, or appointed after July 1, 1991 are encouraged to
participate as a refresher.
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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. OSHRis 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 has agreed to provide at
least two additional certified trainers. Going forward, NCDOT T&D and EEO will split the
responsibility for providing EEODF training to NCDOT supervisors and managers due to 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. We will begin conducting these refreshers after current
supervisors and managers have met the statutory requirement of attending the full, required
curriculum at least once.

EMPLOYMENT FIRSTAND REASONABLE ACCOMMODATION

NCDOT will continue to focus efforts to support, encourage, and enhance employment of persons with
disabilities and religious beliefs and practices. The Department will promote and integrate employment
objectives and strategies to share information and focus on the value of hiring persons with disabilities
and religious beliefs and practices. 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. Targeted recruitment strategies include:

e Enhancing the focus on disability awareness;

e Improving communication through training;

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

e Identifying concerns of hiring managers;

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

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

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

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

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

e Partnering with community rehabilitation programs.

PROGRAM EVALUATION AND MONITORING/REPORTING

Through the use of information contained in the OSC Integrated HR-Payroll System, the EEO unit
provides NCDOT management with the statistical data needed for positive discussions. The EEO unit
uses various reports inclusive of B0178-F which was specifically developed for NCDOT to compare
agency data with Census Labor Force statistical data particularly since NCDOT falls under the
recommendation of the Federal Highway Administration (FHWA).

Program Evaluation. NCDOT assess the following:

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 biasis not a factor in decision making;

In addition, the EEO unit distributes the following reports to NCDOT organizational units:

e HR-Payroll System B0178-F Over/Under Representation Report - reports NCDOT’s workforce
representation by race and gender.

e HR-Payroll System B0031 Employee Actions Report - reports by race and gender NCDOT’s new hire
and promotion decisions.

e HR-Payroll System B0051 Employee Actions Report - reports by race and gender NCDOT’s
disciplinary actions.

Program Reporting. The EEO Officer will meet with the Secretary and then with the Executive Staff to
provide updates on the status of implementation of EEO Program Objectives. The EEO Manager will also
meet periodically with stakeholders involved in the strategic planning process, and with the EEO Advisory
Committee upon return from hiatus.

HARASSMENT PREVENTION STRATEGIES
NCDOT’s Equal Employment Opportunity Statement signed by the Secretary prohibits creating a hostile

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

Hostile Work Environment is one that both a reasonable person would find hostile or abusive and one
that the particular person who is the object of the harassment perceives to be hostile or abusive. Hostile
work environment is determined by looking at all of 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.

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.

Retaliationisadverse treatment which occurs because of opposition to unlawful workplace harassment.

Objective. The objective of the strategies is 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. This will be accomplished by:

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

e Providing annual policy reviews to all employees and managers.

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

e 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 itis administered on a case-by-case basis. Disciplinary actions
shall be entered into the HR-Payroll system as needed.

AA/EEO Officer Responsibilities. The coordinator of program activities is the AA/EEO Officer. This
position is responsible for:

e Communicating and disseminating the EEO Policy Statement to all employees;

e Coordinating, scheduling, and/or providing workshops/training sessions;

e Developing methods to evaluate program activities;

e Overseeing investigations of allegations of unlawful workplace harassment;

e Advising, as appropriate and necessary, all parties involved in cases alleging unlawful workplace
harassment to include supervisor, complainant, and alleged harasser;

e Monitoring procedures and disciplinary actions of all alleged cases; and

e Serving as resource person to all employees.
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Evaluation. The Department of Transportation will maintain and report unlawful workplace harassment
complaints through established grievance reporting mechanisms in the HR-Payroll system. An annual
review will be conducted to determine the progress the Department has made toward strategy
objectives.

REDUCTION IN FORCE (RIF) PROCEDURES

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 (State Human Resources Manual § 11, Page
3) and the Reduction in Force Priority Policy (State Human Resources Manual § 2, Page 24).

Retention of employees in classes affected shall be based on systematic consideration, at a minimum of
the following factors:

e type of appointment

e relative efficiency

e actual or potential adverse impact on the diversity of the work force
e 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 (State Human Resources Manual §7, Page 25).

In accordance with federal guidelines affecting equal employment opportunity and affirmative action,
all decisions concerning reduction in force must be analyzed to determine their impact on agency
utilization goals by race and sex and to avoid adverse impact in violation of Section 4.d of the Uniform
Guidelines on Employee Selection Procedures

Pursuant to the State Human Resources Manual Workforce Planning, Recruitment and Selection §2,
employees with career status (as defined by 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 notification (see State Human Resources Manual §2, Page
25).
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PREGNANCY WORKPLACE ADJUSTMENT (EO #82)

In December 2018, Executive Order 82 (Promoting Health and Wellness by Clarifying Protections
Afforded to Pregnant State Employees) 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.

NCDOT will ensure to:

e Post written notice of the rights afforded to pregnant state employees under OSHR policies and the
Order.

e Notify all entities that notice must be physically displayed in a conspicuous area in each office
maintained by the agency;

e Collect and compile information regarding their efforts to educate their management and staff of
their obligations and employee rights under OSHR policies and the Order; and

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

= The number of notices in each state agency office that educate managementand 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.

PROHIBITING THE USE OF SALARY HISTORY (EO #93)

Governor Cooper issued Executive Order 93 (Prohibiting the Use of Salary History in the State Hiring
Process) in April 2019. This Executive Order promotes racial and gender pay equity in state government
employment. With women earning less than men on an average, requiring applicants to report salary
perpetuates inequity of pay by gender. Women in North Carolina and across the country continue to
earn less than men. In North Carolina, the median salary for men is $45,000 while women earn $36,400
which puts women in North Carolina 32" in the nation. Women of color see a wider wage gap, Hispanic
women who work full-time earn 51% less than white males. If the trends continue, women working in
North Carolina will not have equal pay until 2060, and it will take much longer for women of color to see
pay equity. Executive Order 93 has proposed establishing a salary adjustment fund to help promote
racial and gender pay equity in state government. This commitment will help women and their families
to become more economically secure thus encouraging private sector employers to adopt these
priorities.
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DATA ELEMENTS

WORKFORCE AVAILABILITY

It is the policy of NCDOT to provide equal employment opportunity to all employees and applicants. In
an effort to comply with our EEO Plan and policy statement, NCDOT conducts a workforce analysis
annually and reports its findings to OSHR by March 1%t of each calendar year. NCDOT conducts
workforce analyses to trackits EEO efforts and develop numerical goals and action plans to improve
program delivery.

In 2016, 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 to the place based on NCDOT’s receipt of
federal funding from The Federal Highway Administration (FHWA). NCDOT completes workforce
analyses and monitors programs using the federal government EEO categories in lieu of the Standard
Occupational Categories (SOC) used by other North Carolina State agencies.

The use of the EEO categories drive, not only, the workforce analysis but the Annual Goal Notifications
(“just in time” notifications) that are sent to NCDOT’s HR department by OCR’s EEO unit to put forth a
good faith effort efforts in ensuring equal employment opportunity for all. It also identifies areas of
minority and women underrepresentation, as well as evaluates and analyzes personnel actions such as
new hires, promotions, training, and disciplinary actions. The EEO categories are listed below:

Officials and Administrators

Professionals

Technical/Technician

Protective Service Workers

Paraprofessionals

Administrative Support (Including Clerical and Sales)
Skilled Craft Workers

Service-Maintenance

N A WN PP

A workforce analysis begins with identifying the number and percent of minority/ethnic groups and
female incumbents NCDOT has in each EEO category. The analysis determines whether
underrepresentation of one or more employee groups exists. If underrepresentation does exist,
numerical goals, program objectives, and action plans are developed to address underrepresentation.
NCDOT uses HR-Payroll Reports B0178-F, Pop/Labor Force Compromise Census Compare by EEO
category for its workforce analysis. Underrepresentation exists when the percentage of employees in a
sex and race/ethnic group for a given category is less than the percent of that sex and race/ethnic
group of working age in the population averaged with the percentage of the group in the labor force
for that particular category. The workforce analysis uses the following ethnic/race groups and disabled
group definitions:
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e White (Not Hispanic or Latino): A person having origins in any of the original peoples of Europe,
North Africa, or the Middle East.

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

e Hispanic or Latino: A person of Mexican, Puerto Rican, Cuban, Central or South American, or other
Spanish culture or origin. Does not include persons of Portuguese culture or origin.

¢ 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

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

e 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.

e Disabled - 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.

NCDOT uses the Labor Force Analysis Method (population/labor force compromise) described below
(See Table 1 below for HR-Payroll report BO178-F) as a guide in setting numerical goals for workforce
representation, new hires, and promotions by job 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 job categories are underrepresented. A category is underrepresented when it has
fewer members of a racial/ethnic group, men, women, or persons with disabilities than expected
based on the average of their working age population percentage and their job category labor force
representation.

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

The Department of Transportation uses number and percentage expected based on the NC occupation
specific civilian labor force and the NC working population (ages 18-64) compromise method to
establish goals for work force representation, new hire, and promotion by job category. Percentages
for demographic groups may vary between occupational categories due to differencesin the NC
civilian labor force for those specific occupational 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.
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The North Carolina Department of Transportation workforce was analyzed according to statistics
received from HR-Payroll Report BO178-F as of 12/31/2019. These reports were also used to determine
the Department’s job placement goals.

The reports illustrate the number and percentage of NCDOT’s workforce by race/gender group, the
number and percentage of employees expected based on NC labor force, the number and percentage
of employees expected based on the NC census population, and their respective
over/underrepresentation. Underrepresentation is reflected by negative numbers on the Total
Over/Under (last row) of each EEO category.

As of December 31, 2019, NCDOT employed a total of 9,391 employees. Report BO178-F reflects the
following 2019 EEO underrepresentation by EEO job category. The following chartindicates NCDOT’s
female and minority representation:

Table 1
Total Number of Females Minorities Persons with
Employees Disabilities
1,943 1,941 67
EEO Category Females Minorities Persons with
Underrepresented | Underrepresented Disabilities
Underrepresented
Official and -18 -5 -16
Administrators
Professionals -729 -19 -279
Technical/Technician -552 -130 -101
Protective Services 3 -36 -23
Paraprofessional 13 62 -62
Administrative Support 34 2 -96
Skilled Craft -596 -814 -427
Service and Maintenance -106 -83 -23

There is underrepresentation in various EEO categories based on the Labor Force, NCDOT has been
some improvement. A comparison between 2018 and 2019 suggest improvement in Officials and
Administrators, Technical/Technician, Protective Services and Skilled Craft. In addition, a comparison
of minorities between 2018 and 2019 reflects improvement in the following EEO categories: Officials
and Administrators, Professionals, Technical/Technician, Administrative Support, and Skilled Craft.

Coupled with the compensation reclassification (completed June 2018) and the use of EEO categories
versus SOC, the number of females and minorities in a particular category may vary when comparing

2018 and 2019 statistics. While increasing in some categories, statistics show there was a decrease in
other categories.
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For females, there was a decrease in Officials and Administrators (down from 115 to 43),
Technical/Technician (down from 110 to 76, Paraprofessionals (down from 314 to 304, Administrative
Support (down from 706 to 692), Skilled Craft (down from 59 to 53). Protective Services (up from 28 to
55) along Service and Maintenance (up from 20 to 22) increased in female employees.

For minorities, there was a decrease in Officials and Administrators (down from 88 to 26),
Technical/Technicians (down from 135 to 136), and Skilled Craft (down from 743 to 723) while the
Professional category increased (up from 456 to 556), along with Protective services (up from 24 to
32), Paraprofessionals ( up from 207 to 209), Administrative Support (up from 256 to 259), and Service
and Maintenance (up from 9 to 10). See the chart below:

Total Number of Females Minorities
Employees (2018 and 2019 Comparison) (2018 and 2019 Comparison)
1,943 1,941
EEO Category Females | Females | Difference | Minorities | Minorities | Difference
2018 2019 Between 2018 2019 Between
2018 and 2018 and
2019 2019
(Females) (Minorities)
Officials and 115 43 -72 88 26 -62
Administrators
Professional 596 698 +102 456 556 +100
Technical/Technician 110 76 -34 135 126 -9
Protective Services 28 55 +27 24 32 -8
Paraprofessional 314 304 -10 207 209 +2
Administrative Support 706 692 -14 256 259 +3
Skilled Craft 59 723 +664 743 29 -714
Service & Maintenance 20 22 +2 9 10 +1

Note: large changes in numbers for various categories are also due to statewide classification changes.

Officials and Administrators: NCDOT employs fewer White females, Hispanic males, Hispanic females,
Asian females, Asian males, American Indian/Alaskan Native (AIAN) and persons with disabilities
compared to their expected availability based on the NC labor force / census population compromise
method.

Professional: NCDOT employs fewer White females, Black females, Hispanic males, Hispanic 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.

Technical/Technician: NCDOT employs fewer White females, Black females, Asian males, 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.
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Protective Service: NCDOT employs fewer Black males, Black females, Hispanic males, Hispanic
females, Asian females, American Indian/Alaskan Native (AIAN) males, 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.

Paraprofessional: NCDOT employs fewer White males, Hispanic males, Hispanic females, Asian
females, and persons with disabilities compared to their expected availability based on the NC labor
force / census population compromise method.

Administrative Support: NCDOT employs fewer White males, White females, Black females, Hispanic
males, Hispanic females, Asian males, Asian females, American Indian/Alaskan Native (AIAN) males,
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.

Skilled Craft: NCDOT employs fewer White females, Black males, Black females, Hispanic males,
Hispanic females, Asian males, 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.

Service and Maintenance: NCDOT employs fewer White females, Black males, Black females, Hispanic
males, Hispanic females, Asian males, Asian females, American Indian/Alaskan Native (AIAN) males,
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.

Overall, female representation decreased by 7 (down from 1,950 in 2018 to 1,943 in 2019) while
minority representation increased by 30 (up from 1,911 in 2018 to 1, 941 in 2019).

As indicated below in HR-Payroll Report B0178-F the total NCDOT female employees (1,943) in
comparison to the number of females expected based on the labor force/census population
compromise method (4,509) shows underrepresentation. The total NCDOT minority employees
(1,941) in comparison to the number of minorities expected based on the labor force/census
population compromise method (2,914) shows underrepresentation.
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Pop/Labor Force Compromise Census Compare by EEO as of 2019

Transportation

White+‘ White+’ Black Black Hisp| Asian+| Asian+ AIAN AIAN Ethn Tot Tot
F

Male em Male Fem Fem Male Fem Male Fem Unk Total Fem Mnrt| Disab Vets

Agency Data

# Employed 5,588 1,239 937 617 78 39 7 29 133 19 635 9,391 1,943 1,941 67 635

% Employed 59.5 13.2 10.0 6.6 0.8 0.4 0.8 0.3 1.4 0.2 6.8 100.0 20.7 20.7 0.7 6.8

Labor Force Standard

# Expected 3,409 3,071 874 1,052 451 245 104 94 47 47 4,509 2,914 1,090
% Expected 36.3 32.7 9.3 11.2 4.8 2.6 11 1.0 0.5 0.5 48.0 31.0 116
# Difference 2,179  -1,832 63 -435 -373 -206 -27 -65 86 -28 -2,566 -973  -1,023
% Difference 23.2 -19.5 0.7 -4.6 -4.0 -2.2 -0.3 -0.7 0.9 -0.3 -27.3 -10.3 -10.9

N.C. Population (Information Purposes Only)

% Expected 32.7 34.3 9.9 113 4.5 3.9 1.0 11 0.6 0.6 51.2 32.9 11.6

EEO Federal Category: Officials and Administrators

White+| White+| Black| Black Hisp Asian+| Asian+ AIAN AIAN Ethn Tot Tot

Male Fem Male Fem Male Male Fem Male Fem Unk Total Fem Mnrt| Disab Vets

Agency Data

# Employed 93 28 10 s 0 0 1 0 0 0 6 153 43 26 2 19

% Employed 60.8 18.3 6.5 9.8 0.0 0.0 0.7 0.0 0.0 0.0 3.9 100.0 28.1 17.0 13 12.4

Labor Force Standard

# Expected 81 46 9 10 4 2 2 2 1 dl 61 31 18
% Expected 525 30.0 5.4 6.3 20 11 13 0.8 0.4 0.3 38.5 17.6 11.6
# Difference 12 -18 a 5 -4 -2 ol -2 -1 -1 -18 -5 -16
% Difference 8.3 -11.7 11 3.5 -2.0 -1.1 -0.6 -0.8 -0.4 -0.3 -10.4 -0.6 -10.3

N.C. Population (Information Purposes Only)

% Expected 32.7 34.3 € 113 4.5 3.9 1.0 11 0.6 0.6 51.2 32.9 11.6

EEO Federal Category: Professional

White+| White+| Black| Black Asian+| Asian+ Tot

EE Fem \EE Fem Male Fem Mnrt| Disab Vets

Agency Data

# Employed 1,372 413 172 250 17 11 57 21 22 3 148 2,486 698 556 10 176

% Employed 55.2 16.6 6.9 10.1 0.7 0.4 23 0.8 0.9 0.1 6.0 100.0 28.1 22.4 0.4 7.1

Labor Force Standard

# Expected 858 1,057 127 276 33 48 40 33 5 13 1,427 5§75 289
% Expected 345 425 5.1 111 13 1.9 16 13 0.2 05 573 23.0 11.6
# Difference 514 -644 45 -26 -16 -37 17 -12 17 -10 =729 -19 -279
% Difference 20.7 -25.9 1.8 -1.0 -0.6 -1.5 0.7 -0.5 0.7 -0.4 -29.2 -0.6 -11.2

N.C. Population (Information Purposes Only)

% Expected 32.7 34.3 9.9 AL 4.5 819 1.0 11 0.6 0.6 51.2 32.9 11.6
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EEO Federal Category: Technical

White+| White+

Fem

Black
Male

Black
Fem

Asian+
Fem

Asian+
Male

Hisp
Male

Hisp
Fem

Male

Agency Data

AIAN
Male

AIAN
Fem

Ethn
Unk

Total

Tot
Fem

Tot
Mnrt

Disab

Vets

# Employed 715 60 76 9 7 0 11 3 15 4 42 942 76 126 9 75
% Employed 75.9 6.4 8.1 1.0 0.7 0.0 12 0.3 16 0.4 45 100.0 8.1 134 1.0 8.0
Labor Force Standard

# Expected 244 446 55 145 7 17 10 12 2 8 628 256 110

% Expected 25.8 47.3 5.8 153 0.7 17 1.0 12 0.2 0.8 66.3 26.7 116

# Difference 471 -386 21 -136 0 -17 1 -9 13 -4 552 -130  -101

% Difference 50.1  -40.9 23 -143 0.0 -1.7 0.2 -0.9 14 0.4 -582 -133  -106

N.C. Population (Information Purposes Only)

% Expected 32.7 34.3 9.9 113 4.5 819 1.0 11 0.6 0.6 51.2 329 11.6

EEO Federal Category: Protective Services

White+| White+

Fem

Black
Male

Black
Fem

Asian+
Fem

Asian+
Male

Hisp
Fem

Male

Agency Data

AIAN
Male

AIAN
Fem

Ethn
Unk

Total

Tot
Fem

Tot
Mnrt

Disab

# Employed 132 43 14 11 2 1 1 0 0 0 7 211 55 32 2 21
% Employed 62.6 204 6.6 5.2 0.9 05 05 0.0 0.0 0.0 33 1000  26.1 15.2 09 100
Labor Force Standard

# Expected 121 27 35 21 5 2 1 1 2 1 52 68 25

% Expected 57.2 12.7 16.2 9.8 2.0 0.8 0.4 0.1 0.6 0.2 23.6 30.1 116

# Difference 11 16 21 -10 -3 -1 0 -1 -2 -1 3 -36 -23

% Difference 5.4 7.7 -9.6 -4.6 -1.1 -0.3 0.1 -0.1 -0.6 -0.2 2.5 -14.9 -10.7

N.C. Population (Information Purposes Only)

% Expected 327 343 99 113 45 39 1.0 11 06 06 512 329 116

EEO Federal Category: Paraprofessional

White+

White+
Fem

Black
e

Black
Fem

Asian+
Fem

Asian+
Male

Hisp

Male Fem

Agency Data

AIAN
Male

AIAN
Fem

Ethn
Unk

Total

Tot
Fem

Tot
Mnrt

Disab

# Employed 93 158 50 131 7 12 4 0 2 3 131 591 304 209 7 67
% Employed 157 267 85 222 12 2.0 0.7 0.0 0.3 05 222 1000 514 354 12 113
Labor Force Standard

# Expected 235 214 46 68 22 7 2 2 0 0 291 147 69

% Expected 397 361 7.7 11.4 3.6 11 0.2 0.2 0.0 0.0 488 242 11.6

# Difference -142 -56 4 63 -15 5 2 -2 2 3 13 62 -62

% Difference -24.0 -9.4 0.8 10.8 -2.4 0.9 0.5 0.2 0.3 05 26 112  -104

N.C. Population (Information Purposes Only)

% Expected 327 343 9.9 11.3 45 3.9 1.0 11 0.6 0.6 512 329 11.6
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EEO Federal Category: Administrative Support

White+| White+| Black| Black Hisp| Asian+| Asian+

Male Fem Male Fem Fem Male Fem

Agency Data

AIAN
Male

AIAN
Fem

Ethn
Unk

Tot
Total Fem

Tot
Mnrt

Disab

Vets

# Employed 75 475 38 193 2 12 0 ) 1 7 73 881 692 259 7 47
% Employed 8.5 53.9 4.3 21.9 0.2 14 0.0 0.6 0.1 0.8 8.3 100.0 78.5 29.4 0.8 5.3
Labor Force Standard

# Expected 149 479 60 142 11 23 5) 9 2 5 658 257 103

% Expected 16.9 54.3 6.8 16.1 12 2.6 0.5 1.0 0.2 0.5 745 28.9 116

# Difference -74 -4 -22 51 -9 -11 -5 -4 -1 2 34 2 -96

% Difference -8.4 -0.4 -2.5 5.8 -1.0 -1.2 -0.5 -0.4 -0.1 0.3 4.0 0.5 -10.8

N.C. Population (Information Purposes Only)

% Expected 327 343 9.9 113 45 3.9 1.0 11 0.6 0.6 51.2 329 116

EEO Federal Category: Skilled Craft

White+| White+| Black| Black Hisp| Asian+| Asian+

Male Fem Male Fem Fem Male Fem

Agency Data

AV
Male

AIAN
Fem

Ethn
Unk

Tot
Total Fem

Tot
Mnrt

Disab

# Employed 2,937 40 569 8 42 S 3 0 93 2 226 3,923 53 723 29 216
% Employed 74.9 1.0 145 0.2 1.1 0.1 0.1 0.0 2.4 0.1 5.8 100.0 14 18.4 0.7 5.5
Labor Force Standard

# Expected 2,068 326 624 193 510 102 36 20 44 8 649 1,537 456

% Expected 52.7 8.3 15.9 4.9 13.0 26 0.9 0.5 11 0.2 16.5 39.1 11.6

# Difference 869 -286 -55 -185 -468 -99 -33 -20 49 -6 -596 -814 -427

% Difference 22.2 7.3 -14 47 -11.9 25 -0.8 -0.5 1.3 -0.1 -151  -20.7  -10.9

N.C. Population (Information Purposes Only)

% Expected 32.7 34.3 9.9 113 4.5 3.9 1.0 11 0.6 0.6 51.2 329 11.6

EEO Federal Category: Service and Maintenance

White+| White+| Black| Black Hisp Hisp| Asian+| Asian+

Male Fem Male Fem Male Fem Male Fem

Agency Data

AIAN
Male

AIAN
Fem

Ethn
Unk

Tot
Total Fem

Tot
Mnrt

Disab

# Employed 171 22 8 0 1 0 0 0 0 0 2 204 22 10 1 14
% Employed 83.8 10.8 3.9 0.0 05 0.0 0.0 0.0 0.0 0.0 1.0 100.0 10.8 49 05 6.9
Labor Force Standard

# Expected 42 73 22 39 12 11 3 3 1 2 128 93 24

% Expected 205 35.4 10.7 19.1 5.4 5.3 1.0 13 0.3 0.9 62.0 44.0 11.6

# Difference 129 -51 -14 -39 -11 -11 -3 -3 -1 -2 -106 -83 -23

% Difference 633 -246 6.8  -19.1 -4.9 -5.3 -1.0 -1.3 -0.3 -0.9 512 -39.1  -111

N.C. Population (Information Purposes Only)

% Expected 327 343 9.9 113 45 3.9 1.0 1.1 0.6 0.6 512 329 116
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WORKFORCE REPRESENTATION OF VETERANS

An ongoing component for the 2020 EEO Plan is an expected overall employment objective of 6.7% for
veterans. To find data on veterans, we utilized HR-Payroll Report BO178-F which was modified to
display total veterans as a free characteristic. As the table shows, 6.8% (635 out of 9,391) of active
employees have reported veteran status, which is above the 6.7% target. That is slightly below the 7%
(659 out of 9,307) from last year.

Veterans by EEO Category

Position — EEO Category Employee — Veteran Status

Officials and Administrators 19
Professionals 176
Technical/Technician 75
Protective Services 21
Paraprofessional 67
Administrative Support 47
Skilled Craft 216
Service and Maintenance 14
GRAND TOTAL 635

WORKFORCE REPRESENTATION OF PERSONS WITH DISABILITIES

Another ongoing component for the 2020 EEO Planiis the continued emphasis on the employment of
persons with disabilities. North Carolinians with disabilities represent a significant percentage of the
state’s population and experience disproportionate levels of unemployment. As of December 31, 2019,
NCDOT employees that self-identified as having a disability represented just under 1% of NCDOT’s
workforce. In an effort to support and encourage individuals with disabilities to find employment,
NCDOT will continue employment objectives and recruitment strategies targeted at individuals with
disabilities to its 2020 EEO Plan. Among other strategies, NCDOT will work through its HR Department
to encourage greater self-identification by persons with disabilities in order to obtain more accurate
workforce representation numbers.
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OCCUPATIONAL CLASSIFICATIONS

All NCDOT job titles fall within one of the eight Federal EEO-4 job group categories as defined
below. (Definitions are from the U.S. EEOC website at:
http://www.eeoc.gov/employers/eeodsurvey/edinstruct.cfm)

1. Officials and Administrators: Occupationsin 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. Technical/Technician: 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 technicianin 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 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,
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refuse collectors, construction laborers, park rangers (maintenance), farm workers (except
managers), craft apprentices/trainees/helpers, and kindred workers.
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Professional

Accountant |

Accountant Il

Accountant llI

Accountant IV
Administrative Officer |
Administrative Officer Il
Administrative Officer IlI
Agency General Counsel I
Agency HR Consultant |
Agency HR Consultant I
Agency HR Consultant Il
Agency Legal Consultant I
Airport Preservation Engineer
Archaeologist I
Archaeologist Supervisor
Architect Il

Assistant Agency General Counsel Il
Assistant Attorney General
Attorney Il

Attorney Il

Attorney IV

Attorney Manager |
Attorney Manager Il

Audit Director

Auditor Il

Auditor Il

Aviation Safety Specialist
Boards and Commissions Member
Budget Analyst |

Budget Analyst llI
Business Officer |

Business Officer Il
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Business Systems Analyst |
Business Systems Analyst II
Chemist|

Chemist I

Community Development Planner I
Community Development Specialist |
Community Development Specialist |l
Community Planner llI

Dir. of Outreach and Community Affairs
Disability Medical Consultant

DMV Assistant Director

DMV Deputy Director

Engineeirng Manager |

Engineer |

Engineer I

Engineer Il

Engineer llI

Engineer Manager |

Engineer Manager |

Engineer Specialist |

Engineer Supervisor I

Engineering Director 1

Engineering Director |

Engineering Director Il

Engineering Director llI
Engineering Director IV
Engineering Manager |

Engineering Manager Il
Engineering Specialist |
Engineering Specialist I
Engineering Supervisor |
Engineering Supervisor Il

Engineering Supervisor lll
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Enginering Specialist |

Engingeer Il

Environmental Program Consultant
Environmental Program Manager |
Environmental Program Manager
Environmental Program Supervisor |
Environmental Program Supervisor Il
Environmental Specialist |
Environmental Specialist I
Equipment Superintendent
Evironmental Program Manager |
Fleet Support Manager

Grants Administrator Il

Graphic Design Supervisor

Graphic Designer Il

GTP- Accountant Il

GTP- Finance Director

GTP-Airport Director

Historic Preservation/Restora Spec
Historic Preservation/Restora Supv
Industrial Hygiene Consultant
Information & Communcations Spec Il
Information & Communications Spec |
Information & Communications Spec Il
Information & Communications Spec lll
IT Business Systems Analyst |

IT Business Systems Analystll
Librarian |

Management Engineer |

Management Engineer Il
NCSPA-Account Executive
NCSPA-Accounting Supervisor

NCSPA-Applications Dev. Mgr
NCSPA-Assistant Manager, Containers
NCSPA-Chief of Police

NCSPA-Com & PC Spt Mgr
NCSPA-Commercial Planning & Support Spec
NCSPA-Container Terminal Manager
NCSPA-Crane Dept. Supervisor
NCSPA-Dir Crane & Heavy Equip Ops Maint
NCSPA-Dir, Break-Bulk&Bulk Mktg
NCSPA:-Dir., Carrier & Tade Development
NCSPA-Dir., Real Estate & Planning
NCSPA-Director, Liner Sales
NCSPA-Director, Refrigerated Sales
NCSPA-Director, Safety & Security
NCSPA-Facilities Assistant Manager
NCSPA-Financial Analyst

NCSPA-General Cargo Supervisor
NCSPA-Human Resources Director
NCSPA-Human Resources Generalist
NCSPA-IT Specialist

NCSPA-Manager, Cust Serv& Comm Planning
NCSPA-Manager, Fin. Planning & Analysis
NCSPA-Mgr, General Cargo Operations
NCSPA-Mgr, Proc Excel & Cont Improv
NCSPA-Mgr., Facilities Maintenance
NCSPA-Network Engineer
NCSPA-Operations Chief
NCSPA-Operations Manager
NCSPA-Project Manager

NCSPA-Project Manager - Engr
NCSPA-Project Manager, Eng-SDR
NCSPA-Purchasing Agent |
NCSPA-Purchasing Agentl
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NCSPA-Purchasing Manager
NCSPA-Safety Coordinator
NCSPA-Senior Account Executive
NCSPA-Senior Environmental Analyst
NCSPA-Senior Human Resources Generalist
NCSPA-Senior Project Manager -Engr
NCSPA-Senior Support Analyst
NCSPA-Senior System Administrator
NCSPA:Sr. Director, Key Clients
NCSPA-Sr. Mgr, Comm & Business Outreach
NCSPA-Staff Accountant
NCSPA-Systems Analyst |
NCSPA-VP, Eng & Maint.

Nurse Consultant |

Nurse Supervisor |

Operations Analyst

Photographer

Pilot

Policy Analyst

Procurement Manager

Progam Anyalyst Il

Program Analyst |

Program Analyst II

Program Coordinator |

Program Coordinator |

Program Coordinator Il

Program Coordinator llI

Program Coordinator IV

Program Manager |

Program Manager I

Program Supervisor |

Program Supervisor I

Public Information Director |
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Public Information Manager
Railroad Safety Inspector

Railroad Safety Supervisor

Real Property Agent |

Real Property Agent Il

Real Property Appraiser |

Real Property Appraiser Il

Real Property Appraiser Supervisor
Real Property Consultant

Real Property Supervisor |

Real Property Supervisor I

Real Property Supervisor lll

Safety Consultant

Safety Officer |

Safety Officer Il

Staff Development Specialist |

Staff Development Specialist Il
Systems Administrator |
Television/Media Services Coordinator
Trainee - Engineer |

Trainee - Real Property Agent |
Transportation Planner |
Transportation Planner Il
Transportation Program Consultant |
Transportation Program Consultant Il
Turnpike Contracts Administrator
User Support Analyst

User Support Specialist
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Technical Protective Services
Applications Technician i Accounting Technician I
Chemistry Technician Il Accounting Technician lll
Electronics Technician | DMV LE Assistant Supervisor
Electronics Technician Il DMV LE Inspector |
Electronics Technician lll DMV LE Inspector Il
Engineering Technician | DMV LE Supervisor
Engineering Technician I NCSPA-Police Corporal
Engineering Technician Il NCSPA-Police Officer
Ferry Chief Engineer NCSPA-Police Sergeant
Marine Quality Assurance Specialist Security Guard

NCSPA-Construction Inspector
NCSPA-Sr. Engineering Design Tech
Real Property Technician

Systems Consultant

Technical Trainer |

Technical Trainer Il

Trainee - Engineering Technician |
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Paraprofessional

Driver License Examiner |
Driver License Examiner Il
Driver License Supervisor
HR Technician |

HR Technician II

HR Technician Il

Human Resources Technician |

Inventory Assistant
Inventory Associate I
Paralegal |

Paralegal I

Procurement Specialist |
Procurement Specialist Il
Procurement Specialist Il
Real Property Aide

Administrative Support

Accounting Clerk Il

Accounting Technician |
Administrative Associate |
Administrative Associate
Administrative Specialist |
Administrative Specialist I
Administrative Supervisor
Engineering Assistant

Executive Assistant |
GTP-Receptionist/ Secretary
NCSPA-Accounting Clerk
NCSPA-Administrative Assistant |
NCSPA-BD, Executive Admin. Assistant
NCSPA-Cargo Control Supervisor
NCSPA-Cargo Coordinator
NCSPA-Cargo Coordinator Team Leader
NCSPA-Cargo Coordinator/Operator
NCSPA-Chief Clerk

NCSPA-Clerk

NCSPA-Engineering Services Assistant
NCSPA-Executive Admin. Assistant
NCSPA-Facilities Security Generalist
NCSPA-Gate Coordinator
NCSPA-Inventory Clerk
NCSPA-Lead Billing Clerk
NCSPA-Office Manager
NCSPA-Office Services Clerk
NCSPA-Yard Operations Specialist
NCSPA-Yard Operations Technician
Office Manager Nctpa
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Skilled Craft

Air Operations Supervisor Il

Aircraft Mechanic

Electronic Tech |

Ferry Oiler

Ferry Chief Engineer

Ferry Oiler

Fleet Support Specialist

GTP-Airport Maintenance Supervisor
GTP-Airport Oper. Maintenance Technician
HVAC Mechanic |

Machinist

Machinist Supervisor
Maintenance/Construction Technician IlI
Maintenance/Construction Supervisor |
Maintenance/Construction Supervisor Il
Maintenance/Construction Supervisor llI
Maintenance/Construction Technician |
Maintenance/Construction Technician I
Maintenance/Construction Technician I
Maintenance/Construction Technician IV
Marine Dockmaster

Marine Electrician

Marine Hull Supervisor

Marine Machinist

Marine Maintenance Engineer

Marine Maintenance Master

Marine Mechanic

Marine Mechanic Supervisor |

Marine Mechanic Supervisor Il

Marine Painter

Marine Painter Supervisor

Marine Pipefitter

Marine Planning & Scheduling Supervisor

Marine Sandblaster-Chipper
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Marine Shipyard Superintendent
Marine Welder

Marine Elect

Marine Painter

MarMaint Deckhand

NCSPA-Bulk Handling Supervisor
NCSPA-Cargo Handling Supervisor
NCSPA-Cargo Specialist
NCSPA-Checker

NCSPA-Container Interchange Sup
NCSPA-Container Yard Foreman
NCSPA-Crane Electrical Supervisor
NCSPA-Crane Electrician
NCSPA-Crane Electrician Team Lead
NCSPA-Crane Foreman
NCSPA-Crane Maintenance Mechanic Il
NCSPA-Crane Maintenance Supervisor
NCSPA-Crane Operator
NCSPA-Crane Supervisor
NCSPA-Electrician

NCSPA-Electrician Team Leader
NCSPA-Equipment Maintenance Supv
NCSPA-Equipment Maintenance Supv.
NCSPA-Equipment Operator
NCSPA-Equipment Operator Il
NCSPA-Equipment Operator lll
NCSPA-Facilities Maint. Supervisor
NCSPA-Facilities Maintenance Welder
NCSPA-Facilities Mechanic
NCSPA-Facilities Mechanic / HVAC
NCSPA-General Cargo Supervisor
NCSPA-Maintenance Mechanic

NCSPA-Maintenance Mechanic Team Lead

NCSPA-Maintenance Mechanic/Welder
NCSPA-Operations Team Leader
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NCSPA-Utility Worker
NCSPA-Yard Inventory Specialist
Printing/Duplication Supervisor
Transportation Supervisor |
Transportation Supervisor Il
Transportation Worker |
Transportation Worker | - IMAP
Transportation Worker I
Transportation Worker [lI
Transportation Worker IV
Transportatoin Supervisor |
Transprtation Supervisor |

Veh Eq Rep Techl

Vehicle Equipment Repair Supervisor I

Vehicle/Equipment Repair Supervisor |

Vehicle/Equipment Repair Supervisor I

Vehicle/Equipment Repair Technician |

Vehicle/Equipment Repair Technician Il

Vehicle/Equipment Repair Technician llI

Welder

Source: BEACON Report B0149 (All FTE Positions by Title and EEO Category)
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Service and Maintenance
Bridge Operator

Cook

Ferry Crew Member |

Ferry Crew Member Il

Ferry Master

Ferry Mate

General Utility Worker

Marine Maintenance Deckhand
Marine Maintenance Dredge Operator
Vehicle/Equipment Operator Il
Vehicle/Equipment Operator llI
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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. The overall program
objective is parity in the workforce by eliminating underrepresentation within each federal EEO
category. To achieve that ultimate program objective, NCDOT must focus on recruitment and
employment selection decisions. Specific goals are based on hiring and promotion in accord with the
expected percentages of each ethnic and gender group for the specific category.

JOB PLACEMENT GOALS
Methodology Used to Calculate Goals

NCDOT uses the federal EEO job categories 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.

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

are below:
FHWA formula:
Annual Placement Rate = Number Needed to Reach Parity
Number Anticipated Vacancies x Number Years to Reach Goal
Annual Placement Goal=  Annual Placement Rate x Number Anticipated Vacancies?

NCDOT (All White White Black Black Hisp Hisp | Asian | Asian | AIAN AIAN Ethn Total | Total Vacancy
Male Female Male | Female | Male |Female| Male |Female | Male |Female | Unk Mnrt Fem

Offlmals and Admlnlstrators

Current Number Workforce 153  0.6601
Percentage in Category 60 8 19 6 5.9 8,5 0.7 0. 0 0. 7 0. 0 0. 0 0. O Bl 9 15 7 28 1 100.0
Number Available 81 46 9 10 4 2 2 2 1 1 0 31 61
Percentage of Availability 52.5 30.0 54 6.3 2.0 11 13 0.8 0.4 0.3 0.0 17.6 385
Over/Under Representation 8.3 -10.4 0.5 2.2 -1.3 -1.1 -0.6 -0.8 -0.4 -0.3 39 -1.9 -10.4

Number Needed to Reach Parity 0 16 0 0 2 2 1 1 1 0 0 3 16

Number Anticipated Vacancies/Estimated 101
Openings

Number Years to Reach Goal 5
Annual Placement Rate 0.00 0.03 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.00 0.01 0.03

2020 Placement Goal 0 1 1 0 1 1 0 0 0 0 0 4.0

1 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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e Run HR-Payroll report BPOO6 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.

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

e 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.

e Run HR-Payroll report BO178-F and export to Excel.

e Current Number in Workforce: BO178-F report as of 09/2019.

e Percentage in Category: BO178-F report as of 09/2019.

e Percentage of Availability: BO178-F report as of 09/2019. Average the percent expected based on
the labor force from the B0178-F for each race/gender group, total minorities, and total females
per federal EEO category.

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

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

e 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 (-10.4), so multiply (.104
x 153 =-15.9 or 16).

e Number Anticipated Vacancies: Multiply the total number employed in the category by the vacancy
percent (153 x .6601 =100.99 or 101)

e 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 101 x 5 = 505 and then divide that in the number to reach parity for
white females. 16 + 505 = 0.03 (in some cases, for example black males, the APR produces a goal
based on an automatic round up in the formula’s percentage points).

e 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 category (.03 x
101 = 3).

Note: Goals are reduced by 80% (3 x .80 = 2.4) of the calculated number in order 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.

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 was 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.

Veteran Placement. Anongoing component for the 2020 Plan is an expected overall employment
objective of 6.7% for veterans. The previous year, 2019, 6.8% (635 out of 9,391) of active employees
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have reported veteran status, slightly above the 6.7% target. NCDOT will continue to encourage
veterans to self-identify. In addition, NCDOT continues to monitor compliance with the veterans’
preference policy through documentation and EEO review of employment packages prior to
commitment.

Persons with Disabilities. Another ongoing component for the 2020 EEO Plan is the continued
emphasis on the employment of persons with disabilities. North Carolinians with disabilities represent
a significant percentage of the state’s population and experience disproportionate levels of
unemployment. In an effort to support and encourage individuals with disabilities to find employment,
NCDOT has added employment objectives and recruitment strategies targeted at individuals with
disabilities to its 2020 EEO Plan.

Among other strategies, NCDOT works through its HR Department to encourage greater self-
identification by persons with disabilities in order to obtain more accurate workforce representation
numbers.
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2020 Job Placement Goals

EEO Federal Category: Officials and Administrators
White+| White+| Black| Black
Male Fem VEL Fem

Ethn
Unk

Asian+
Fem

AIAN
Male

Asian+
Male

Hisp
\EL

Vets

Disab

Total
Agency Data

# Employed 93 30 9 13 1 0 1 0 0 0 6 153 43 24 2 18
% Employed 60.8 19.6 5.9 8.5 0.7 0.0 0.7 0.0 0.0 0.0 3.9 100.0 28.1 15.7 1.3 11.8
Labor Force Standard

# Difference 12 -16 0 3 -3 -2 -1 -2 -1 -1 -18 -7 -16

% Difference 83  -104 0.5 2.2 -1.3 1.1 -0.6 -0.8 -0.4 -0.3 -10.4 -1.9  -103

Employment Objectives: Using EEO Federal Category
Export to Excel to enter employment objectives below. Fill in Planned # Increase, Planned % Increase, or both.

Planned # 0 1 0 0 1 1 0 0 0 0 0 2 2
Increase
0,
e o] o003 0 0 0 0 0 0 0 0 0
Increase
Target
o WF, HM, HF
Classfication(s)
Participate in Womens Transportation Seminar & national Forum for Black Administrators, EEO Review, Partner with Association of Latino
Action Steps Professionals

EEO Federal Category: Professional

White+| White+| Black| Black Hisp Hisp| Asian+| Asian+ AIAN AIAN Ethn
EUE Fem Male Fem \EUE Fem Male Fem Male Fem Unk Total Disab
Agency Data
# Employed 1,380 415 174 246 18 12 57 21 22 151 2,500 698 557 10 177
% Employed 55.2 16.6 7.0 9.8 0.7 0.5 2.3 0.8 0.9 0.2 6.0 100.0 27.9 22.3 0.4 7.1
Labor Force Standard
# Difference 517 -648 46 -32 -15 -36 17 -12 17 -9 -737 -21 -280
% Difference 20.7 -25.9 1.9 -1.3 -0.6 -1.4 0.7 -0.5 0.7 -0.3 -29.4 -0.7 -11.2
Employment Objectives: Using EEO Federal Category
Export to Excel to enter employment objectives below. Fill in Planned # Increase, Planned % Increase, or both.
Planned # 0 5 0 1 1 1 0 1 0 0 0 8 4
Increase
0,
Planned % o] o012 o] oo01 0 0 0 0 0 0 0
Increase
Vg WF, BF, HM, HF, AF
Classfication(s)
Participate in Women in Transportation Events, Parner with Association of Latino Professionals and National Associate of Asian American

Action Steps Professionals, HBCU Internship, NC A&T University Career Fair, Society of Women Engineers

EEO Federal Category: Technical

White+

White+

Black

Black

Hisp

Hisp

Asian+

Asian+

AIAN

AIAN

| Ethn

Tot

Tot

Male

Fem

Male

Fem

Male

Fem

Male

Fem

Male

Fem

Unk

Total

Fem

Mnrt

Disab

Agency Data
# Employed 727 61 76 9 7 0 11 3 16 4 42 956 7 127 9 78
% Employed 76.0 6.4 7.9 0.9 0.7 0.0 1.2 0.3 1.7 0.4 4.4 100.0 8.1 13.3 0.9 8.2
Labor Force Standard
# Difference 480 -392 20 -138 0 -17 1 -9 14 -4 -560 -132 -102
% Difference 50.2 -40.9 2.1 -14.4 0.0 -1.7 0.2 -0.9 15 -0.4 -58.2 -13.4 -10.7
Employment Objectives: Using EEO Federal Category
Export to Excel to enter employment objectives below. Fill in Planned # Increase, Planned % Increase, or both.
Planned #
0 3 0 1 0 1 0 1 0 0 0 6 3

Increase
Planned % o] o032 o] o011 ol o001 0 0 0 0 0
Increase : : ’
VI WF, BF, HF, AF
Classfication(s)

. Spring Career Fair, Model Bridge Contest, Take A Girl to Work Day, HBCU Internship, NC A&T University Career Fair
Action Steps
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EEO Federal Category: Protective Services
White+| White+| Black Black
Male Fem Male Fem

AIAN
Male

Asian+
Fem

Asian+
Male

Ethn
Unk Total

AIAN|

Fem
Agency Data

Disab Vets

# Employed 135 43 14 11 2 1 1 0 0 0 8 215 65} 32 2 23
% Employed 62.8 20.0 6.5 5.1 0.9 0.5 0.5 0.0 0.0 0.0 3.7 100.0 25.6 14.9 0.9 10.7
Labor Force Standard
# Difference 12 15 -21 -11 -3 -1 0 -1 -2 -1 1 -37 -23
% Difference 5.6 7.3 -9.7 -4.7 -1.1 -0.3 0.1 -0.1 -0.6 -0.2 2.0 -15.2 -10.7
Employment Objectives: Using EEO Federal Category
Export to Excel to enter employment objectives below. Fill in Planned # Increase, Planned % Increase, or both.
Planned # 0 0 1 1 1 0 0 0 0 0 0 1 3
Increase
0,
PETIIEEI 2 ol o009| o004 o001 0 0 0 0 0 0 0
Increase
S BM, BF, HM
Classfication(s)
. HBCU Intership, NC A&T University Career Fair, Association of Latino Professionals
Action Steps
EEO Federal Category: Paraprofessional
White+| White+| Black| Black Hisp Hisp| Asian+| Asian+ AIAN Ethn Tot

Male Fem Male Fem E] Fem Male Fem

AIAN
Fem

Male Unk Total

Agency Data

Tot
Vets

Classfication(s)

# Employed 94 159 50 137 7 12 4 0 2 3 129 597 311 215 7 70
% Employed 15.7 26.6 8.4 22.9 1.2 2.0 0.7 0.0 0.3 0.5 21.6  100.0 52.1 36.0 1.2 117
Labor Force Standard
# Difference -144 -57 4 68 -15 5 2 2 2 3 17 67 -63
% Difference -24.0 -9.5 0.7 11.5 -2.4 0.9 0.5 -0.2 0.3 0.5 3.3 11.8 -10.4
Employment Objectives: Using EEO Federal Category
Export to Excel to enter employment objectives below. Fill in Planned # Increase, Planned % Increase, or both.
PTG 0 1 0 0 1 0 0 1 0 0 0 2 2
Increase
0,
Planned % o] o3s 0 o| 009 0 o] oo01 0 0 0
Increase
Target WE, HM, AF

Association of Latino Professionals, National Associate of Asian American Professionals, Society of Women Engineers

Action Steps

EEO Federal Category: Administrative Support

White+| White+| Black| Black Hisp Hisp| Asian+| Asian+ AIAN AIAN Ethn

Male Fem Male Fem Male Fem Male Fem Male Fem Unk Total

‘ Disab

Agency Data
# Employed 79 485 40 196 2 12 0 5 0 8 73 900 706 264 7 48
% Employed 8.8 53.9 4.4 21.8 0.2 1.3 0.0 0.6 0.0 0.9 8.1 100.0 78.4 29.3 0.8 5.3
Labor Force Standard
# Difference -74 -4 -22 51 -9 -12 -5 -4 -2 3 34 1 -98
% Difference -8.1 -0.4 -2.4 5.7 -1.0 -1.3 -0.5 -0.4 -0.2 0.4 3.9 0.4 -10.8
Employment Objectives: Using EEO Federal Category
Export to Excel to enter employment objectives below. Fill in Planned # Increase, Planned % Increase, or both.
Planned # 0 0 1 0 1 1 0 1 0 0 0 2 4
Increase
)

HETIELe G 0 ol o001 0 0 0 0 0 0 0 0
Increase
Vet BM, HM, HF
Classfication(s)

. Association of Latino Professionals, HBCU Intership, NC A&T University Career Fair
Action Steps
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EEO Federal Category: Skilled Craft
White+| White+| Black| Black Hisp Hisp| Asian+| Asian+ AIAN AIAN‘ Ethn Tot

Male Fem Male Fem Male Fem Male Fem Male Fem

Unk Total Mnrt| Disab Vets

Agency Data

# Employed 2,973 42 572 9 42 3 3 0 95 2 227 3,968 56 729 29 217
% Employed 74.9 1.1 14.4 0.2 1.1 0.1 0.1 0.0 2.4 0.1 57 100.0 1.4 18.4 0.7 5.5
Labor Force Standard

# Difference 881 -288 -59 -186 -474 -101 -33 -20 51 -6 -601 -825 -432

% Difference 222 -7.2 -1.5 -4.7 -11.9 -25 -0.8 -0.5 1.3 -0.1 -15.1 -20.7 -10.9

Employment Objectives: Using EEO Federal Category
Export to Excel to enter employment objectives below. Fill in Planned # Increase, Planned % Increase, or both.

Planned # 0 3 0 1 4 1 0 0 0 0 0 5 6
Increase
PI d %

anned s ol o008 o001 o004 o011 o002 o001 0 0 0 0
Increase
JoC WF, BF, HM, HF
Classfication(s)

Society of Women Engineers, Participate in Women in Transportation Events, Conduct EEO reviews & send managers Annual Goal Notifications (“just

Action Steps in time") notifications

EEO Federal Category: Service and Maintenance
White+| White+| Black| Black Hisp‘ Hisp| Asian+| Asian+| AIAN AIAN‘ Ethn ‘ Tot Tot

Male Fem Male Fem Male Fem Male Fem Male Fem Unk Total Fem Mnrt| Disab

Agency Data

# Employed 173 21 7 0 1 0 0 0 0 0 3 205 21 S 1 14
% Employed 84.4 10.2 3.4 0.0 0.5 0.0 0.0 0.0 0.0 0.0 1.5 100.0 10.2 4.4 0.5 6.8
Labor Force Standard

# Difference 130 -52 -15 -40 -11 -11 -3 -3 -1 -2 -108 -85 -23

% Difference 63.9 -25.2 -7.3 -19.1 -4.9 -5.3 -1.0 -1.3 -0.3 -0.9 -51.8 -39.6 -11.1

Employment Objectives: Using EEO Federal Category
Export to Excel to enter employment objectives below. Fill in Planned # Increase, Planned % Increase, or both.

Planned # 0 2 1 2 1 1 1 1 0 0 0 6 7
Increase
PI d %

annec % 0 05| 014| 037 01 01| 002 o003 o0o01] o002 0
Increase
Bt BM, BF, HM, HF
Classfication(s)

Society of Women Engineers, Participate in Women in Transportation Events, Conduct EEO reviews & send managers Annual Goal Notifications ("just

Action Steps in time") notifications

ATTAINMENT OF EMPLOYMENT OBJECTIVES

NCDOT set 119 job placement goals for race/gender group representation in the job categories for
2019. Although the compensation reclassification was completed inJune 2018, there was an effect on
the number of females and minorities in a particular EEO category when comparing 2018 and 2019
statistics. Overall, the Department still did not surpass the placement goal set of 171 during 2018.
FHWA does not require goal setting for White males due to the large population within NCDOT. Based
on the guidelines and requirements of FHWA, 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. Statistics for Ethnicity Unknown vary and are
not required by FHWA as gender is not available.

Officials and Administrators: NCDOT set goals for 3 race/gender groups in this category White and
Hispanic females; Hispanic males. The Department did not reach or exceed goals set for White or
Hispanic females. No goals were set for Black, Asian, or American Indian/Alaskan Native females. Both
White and Black females, lost representation. No goals were set for Black, Hispanic or Asian males.
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Although the Department was able to obtain 1 Black male hire, the total number of black male
representation in this category decreased. There were no goals set for White, Hispanic, Asian, or
American Indian/Alaskan Native males but statistics show a hire of 2 White males during 2019.

Professional: NCDOT set goals for 29 race/gender groups in this category White, Black, and Hispanic
females; Hispanic males. There were goals set for White, Black and Hispanic females. The goals for
White females were not reached. Goals for Black females were exceeded. Goals for Hispanic females
were reached but not exceeded. No goals were set for Asian, American Indian/Alaskan Native females
but the Department was able to obtain 1 successful hire in each ethnicity, respectively. Goals for
Hispanic males were set and exceeded. No goals were set for Asian, or American Indian/Alaskan
Native males. Although no goals were set, there was an increase in Black male representation in this
category.

Technical/Technician: NCDOT set goals for 27 race/gender groups in this category for White, Black and
Hispanic females. The Department did not reach goals set for White, Black, or Hispanic females. No
goals were set for Asian or American Indian/Alaskan Native females. No hires were obtained for Asian
or American Indian/Alaskan Native females. No goals were set for Black, Hispanic, Asian, American
Indian/Alaskan Native males. The Department was able to obtain a success hire of 1 Blackand 1
Hispanic male. No goals were set and there were no hires for Asian or American Indian/Alaskan Native
males. Both Black and Hispanic males lost representation.

Protective Services: NCDOT set goals for 4 race/gender groups in this category for Black males and
females; Hispanic males and females. No goals where set for White females but 2 hires were obtained
in this category. The Department did not reach goals set for Black or Hispanic females. No goals were
set for Asian or American Indian/Alaskan Native females in this category. No goals were set for White
males, but the Department obtained a hire of 4 White males. No goals were set for Asian or American
Indian/Alaskan Native males. The Department did not reach or exceeded any goals set for Black males
and Hispanic males. Due to the re-classification of EEO categories, representation for Black males
increased, representation for Hispanic males remained the same.

Paraprofessional: No goals were set in this category. White females lost representation. The
Department was successful in obtaining hires of White and Black females; White, Black and Hispanic
males. No hires of Asian or American Indian/Alaskan Native. Black and American Indian/Alaskan
Native females lost representation while Hispanic and Asian females remained consistent. White and
Black males lost representation, Asian males increased, American Indian/Alaskan Native males
remained consistent.

Administrative Support: NCDOT set goals for 3 race/gender groups in this category for Black male,

Hispanic male, and Hispanic female. The Department exceeded goals set for Black males but did not

reach goals sent for Hispanic females or males. No goals were set for Asian, American Indian/Alaskan

Native male or females. Although representation decreased for Asian females, the Department

obtained a successful hire in this category. Representation in American Indian/Alaskan Native males

slightly increased; female representation of this ethnicity remained consistent. Representation of
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Black and Hispanic males decreased. Representation of Black females decreased while representation
of Hispanic femalesincreased.

Skilled Craft: NCDOT set goals for 49 race/gender groups in this category for White, Black, and Hispanic
females; Black and Hispanic males. The Department did not reach or exceed goals set for White, Black,
or Hispanic females. The Department exceeded goals for Black males but did not meet or exceed goals
for Hispanic males. No goals were set for Asian and American Indian/Alaskan Native. Representation
of White, Black, and Asian females decreased; American Indian/Alaskan Native females remained
consistent. Representation of Black males decreased, White and Hispanic males increased, and Asian
males remained consistent.

Service and Maintenance: NCDOT set goals for 4 race/gender groups in this category White, Black and
Hispanic females; Hispanic males. The Department did not reach or exceed goals set. White female
representation increased; Black female representation decreased while Hispanic female representation
remained consistent. Black male representation increased, Hispanic male remained consistent, no
other changes in representation was present.

Department of Transportation EEO Analysis:

2020 EEO Quantitative Analysis Form
AGENCY/UNIVERSITY: _NC DOT |DATE: 12/2019

EEO Category White Males White Females Black Males Black Females Hispanic Males Hispanic Females

2018 2019 2018 2019 2018 2019 2018 2019 2018 2019 2018 2019
Officials & Administrators 521! 93 88 28 38! 10| 25 15 3 0| 0 0|
Professional 895 1370 348 412 133 172 216 250) 14] 17 1 11
Technician/Technology 763 714 89| 60| 83| 76| 13 9 4] 7 2 0
GO SRS 133 129 3 43 12 14 5 11 2 2 0 1
Paraprofessional 9, 93 164 158 45 50| 135 131 7 7 1 12
Administrative Support 89 75 487, 474 34 38| 195 193 3 2 11 12
Skilled Crafts 2949 2934 43 40 578 569) 10 8 43 42 3 3
Service and Maintenance 175 170! 19| 22 6 8 1 0 1 1 0 0
TOTAL EMPLOYEES 5621 5578] 1261 1237 929 937, 600) 617, 77 78] 38 39)

*totals do not include unknown ethnicities due to no breakdown of male and female representation
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2020 EEO Quantitative Analysis Form
AGENCY/UNIVERSITY: NC DOT DATE: 12/2019
American American - -
. . . . . Other Minority Males Other Minority
EEO Category Asian Males Asian Females Indian/Alaskan Indian/Alaskan Native (OMM) Females (OMF)
Native Males Females

2018 2019 2018 2019 2018 2019 2018 2019 2018 2019 2018 2019
Officials & Administrators 12 1 2l 0 8| 0ol 0| 0 0 0 0| 0|
PEiEestaE 46 56, 19 21 14 2 2 3 1 3 0 1
Technician/Technology 11! 11 3 3 15 15 3 4 1 1 0 0
Protective Services 2! 1 0| 0 0 0 0 0| 3] 3] 0) 0)
Paraprofessional 3 4 0| 0 2 2 4 3 0 0 0 0
Administrative Support ol 0 5 4 0| 1 7 7 0 1 2
hillled) @i 2 2| 0| 0| 101 93 3 2 3 4 0| 0|
Service and Maintenance ol ol 0| 0| 0 0 0 0 1 1 0 0
TOTAL EMPLOYEES 76| 75| 29 28] 140 133 19 19 9 12 1 3

*totals do not include unknown ethnicities due to no breakdown of male and female representation

ADDITIONAL AREAS OF STATISTICAL EVALUATION

In addition to the representation data, please see the inclusion of supplemental statistical data below.

Performance Management

Oveerall Rating WM WF BM BF HM HF OMM OMF TOTAL
Does Not Meet
Expections 10 1 2 6 0 2 0 0 21
Meets
Expectations 4901 944 853 467 68 27 193 39 7492
Exceeds
Expectations 571 258 51 96 7 7 18 8 1016
*totals do not include those that identify as Two or More races or those whose race is not identified

Recruitment and Selection

Overal Rating WM WF BM BF HM HF OMM OMF TOTAL

Representation 5578 1237 937 617 78 39 210 48 8744
Hired 150 43 25 28 5 1 0 3 255
Promoted 457 77 66 55 6 1 14 2 678

*totals do not include those that identify as Two or More races or those whose race is not identified
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Discipline and Dismissal

WM WF BM BF HM HF OMM OMF TOTAL
Written Warning 110 11 36 10 5 0 9 0 181
Suspended 30 1 9 2 0 0 1 0 43
Demoted 0 0 1 0 0 0 0 0 1
Dismissed 19 0 4 3 2 0 2 0 30

*totals do not include those that identify as Two or More races or those whose race is not identified

An evaluation of progress is essential for assessing the overall effectiveness of the Equal Employment
Opportunity program and providing data upon which to base recommendations for future action. The
accomplishments for 2019 were as follows:

Table: 2019 Staffing, New Hires, and Promotions

Calendar Year

01/2019 -
12/2019

Employees 5,578 1,237 937 617 78 39 210 48 9,391 1,941 1,943 67

% Represented 59.397] 13.172 9.978 6.570 0.831 0.415 2.236 0.511] 100.000] 20.669( 20.690 0.713

New Hires 150 43 25 28 5 1 0 3 350 63 76 1
% Represented 42.857| 12.286 7.143 8.000 1.429 0.286 0.000 0.857{ 100.000] 18.000{ 21.714 0.286
Promotions 457 77 66 55 6 1 14 2 719 144 135 3
% Represented 63.561] 10.709 9.179 7.650 0.834 0.139 1.947 0.278[ 100.000] 20.028| 18.776 0.417

*totals do not include those that identify as Two or More races or those whose race is not identified

Few definitive trends are revealed in the analysis of staffing, new hires, and promotions primarily due
to the increased tendency of new employees to decline identifying ethnicity. Twenty-two percent of
new hires choose not to indicate a race. Others choose to identify as Two or More Races (multi-racial),
this makes it difficult to determine trends in any other category. We do observe that only white males
are a higher percentage of all promotions (64%) than their workforce representation (59%).
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Table: 2019 Disciplinary Actions

Two or Two or

Disciplinary Action

1/2019-12/2019 wMm NHPIM NHPIF m:lree :,::,r;e Ethn Unk Total

Disc Act 159 12 50 15 7 0 1 9 0 0 0 0 20 273
% Actions 58.2 44 183 5.5 2.6 0 0.3 0 3.3 0 0 0 7.3 100
Total in WF 5578 1237 937 617 78 39 75 28 133 19 10 2 635 9,391
% DOT WF 59.4 13.2 10 6.6 0.8 0.4 0.8 0.3 1.4 0.2 0.01 0.02 6.8 100

NCDOT has monitored disciplinary actions by race/sex closely since 2013. For total disciplinary actions,
only black males continue to be issued disciplinary actions significantly disproportionate to their
workforce representation or two percentage points or more in excess of workforce representation.
Black males received 18.3% of the disciplinary actions issued during 2019 while representing only
10.0% of NCDOT’s workforce during the same reporting period. This is a slight increase over last year’s
numbers when black males received 18.1% of the disciplinary actions. In addition, minorities were
againissued actions (30.0%) significantly disproportionate to their workforce representation (20.6%).
This table includes progressive disciplinary actions such as suspensions without pay, demotions, and
dismissals.

Efforts to Reduce/Eliminate Adverse Impact. During 2019, the EEO Unit continued to pursue ways to
change the Department’s processes to reduce or eliminate adverse impactin the hiring and promotion
employment practices. With the cooperation of NCDOT’s Human Resources Department, NCDOT
continued issuing “just-in-time” goal notifications. (See Attachment F, Annual Goal Notification, for a
sample notification.) These notices are provided to the hiring manager at the point of posting a
position. The notices indicate the business unit’s goal and provide contact information for the EEO
Specialist who can consult on strategies for targeted recruitment. The goal is to increase the odds of
selecting a targeted applicant. The hiring manager signs the notification to confirm awareness of the
goal.

Black males continue to be issued disciplinary actions consistently and significantly in excess of their
workforce representation. The EEO unit continues discovered a strong correlation between the
percentage of black malesin a business unit and that business unit’s propensity to issue actions.

IDENTIFICATION AND CORRECTION OF ISSUES

Procedure for Monitoring. Aninternal 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. Additionally, an evaluation of progress is essential for
assessing the overall effectiveness of the Equal Employment Opportunity program and providing data
upon which to base recommendations for future action.

The Equal Employment Opportunity Plan will be updated annually and as State and Federal laws,
regulations, and guidelines change. Other opportunities to revise the plan will be taken into
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consideration to reflect management and employee philosophies resulting from their interactions and
work with the plan.

The internal monitoring and evaluation program will cover most aspects of the employment function.
EEO reporting systems contained in the HR-Payroll system can provide management with the data
needed for positive discussions.

The EEO Planincludes the internal procedures and programs designed to address EEO challenges and
implementation procedures to assist division-level managementin achieving its program objectives.

In accordance with the State guidelines for the E-recruitment system (NeoGov), the protected classes
of race, sex, age, and disability of the applicant are not provided to hiring managers. To provide hiring
managers with useful information that can be used legally at the appropriate phase of the recruitment
and selection process, the Department implemented just-in-time reminders to hiring managers of
goals and targeted recruitment sources at the point of approval to post. This gives hiring managers an
opportunity to enhance the diversity of the most-qualified pool and, thus, increase the likelihood that
an applicant from an underrepresented group is selected while maintaining the confidentiality of the
protected class status of the individual applicant.

The Department must implement 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.
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ATTACHMENTS

ATTACHMENT A: State of North Carolina EEO Policy

ATTACHMENT B: NCDOT EEO Policy Statement

ATTACHMENT C: NCDOT Disciplinary Action Procedures

ATTACHMENT D: State Human Resources Employee Grievance Policy

ATTACHMENT E: Discrimination Grievance Procedure for Exempt Employees

ATTACHMENT F: SAMPLE - Annual Placement Goals Notification (“Just in Time” Notification)
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ATTACHMENT A: STATE OF NORTH CAROLINA EEO POLICY

STATE HUMAN RESOURCES MANUAL EQUAL EMPLOYMENT OPPORTUNITY
Section 1, Page 1
Effective Date: April 2019

EQUAL EMPLOYMENT OPPORTUNITY POLICY

Contents:

Policy

Coverage

Veterans

Office of State Human Resources Responsibilities
Agency. Depariment and University Responsibilities
Complaint Process

Definitions

Policy

The State of North Carolina provides equal employment opportunities to all employees and
applicants for employment and prohibits discrimination, harassment or retaliation based on
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. The State also 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

The State is committed to ensuring the administration and implementation of all human
resources policies, practices and programs are fair and equitable. 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 and policies.

Employees shall not engage in harassing conduct, and if harassing conduct does occur, it
should be reported. Managers and supervisors maintain a critical role and responsibility in
preventing and eliminating harassing conduct in our workplace. See the Unlawful Workplace
Harassment policy of the State Human Resources Manual for provisions related to uniawful
harassment, including sexual harassment.

Revision No. 16 Equal Employment Opportunity Policy

Page |70



NORTH CAROLINA
Department of Transportation 2020 EEO PLAN

Section 1, Page 2
Effective Date: April 2019

EQUAL EMPLOYMENT OPPORTUNITY POLICY

Acts of retaliation against an employee who engages in protected activity or the exercise
of any appeal or grievance right provided by law will not be tolerated in our workplace.
Coverage
Individuals protected by provisions of this policy are:
1. current employees;
2. former employees; and
3. job applicants
Veterans
Job discrimination of veterans shall be prohibited, and affirmative action shall be undertaken

to employ and advance in employment eligible veterans in accordance with Article 13 of G.S.
126 and G.S. 128-15.

See the Veteran's Preference policy in the State Human Resources Manual for provisions
related to veteran's preference including the employment and advancement of protected
veterans.

Office of State Human Resources Responsibilities
The Office of State Human Resources (OSHR) shall:

1. establish the EEO Plan Requirements and Program Guidelines in accordance with
federal and state laws to be followed by all agencies, degpartments and universities,
to ensure commitment to and accountability for equal employment opportunity
throughout State govermment;

2. review, approve and monitor all EEO plans and updates;

3. provide services of EEO technical assistance, training, oversight, monitoring,
evaluation, support programs, and reporting to ensure that State govemment’s work
force is diverse at all occupational levels;

4. develop and promote EEO programs and best practices to encourage consistent
and fair treatment of all State employees; and

5. meet with agency heads, department heads, and university chancellors, Human
Resources Directors and EEO Directors/Officers annually to discuss the progress
made toward reaching program goals.

Revision No. 16 Equal Employment Opportunity Policy
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STATE HUMAN RESOURCES MANUAL

EQUAL EMPLOYMENT OPPORTUNITY

Section 1, Page 3
Effective Date: April 2019

EQUAL EMPLOYMENT OPPORTUNITY POLICY

Agency, Department and University Responsibilities:
Each Agency Head, Department Head and University Chancellor shall:

1

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

ensure the agency, department or university's commitment to EEO is clearly
communicated to all employees;

ensure that Human Resources policies and employment practices are implemented
consistently and fairly;

designate an EEO Officer/Director who has access to the agency head, department
head or university chancellor to be responsible for the operation and
implementation of the EEO Plan;

provide the necessary resources to ensure the successful implementation of the
EEO Program;

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;

ensure the EEO Plan is designed in accordance with the EEO Plan Requirements
and Program Guidelines as specified by the Office of State Human Resources;
ensure the EEO Plan is submitted by March 1% of each year to the Office of State
Human Resources for review and approval as required by G.S. 126-19;

ensure all employees are made aware of the EEO policy including the Unlawful
Workplace Harassment Policy found in the State Human Resources Manual;

10. develop strategies to prevent unlawful workplace harassment and retaliation in the

workplace;

11. ensure required employee notices describing 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;

12. maintain records of all complaints and grievances alleging discriminatory practices;

and

13. ensure all newly hired, promoted, or appointed supervisors and managers complete

required EEO training in accordance with G.S. 126-16.1. See the Equal
Employment Opportunity Diversity Fundamentals policy located in the State Human

Revision No. 16 Equal Employment Opportunity Policy

Page | Ixxii



NORTH CAROLINA
Department of Transportation 2020 EEO PLAN

STATE HUMAN RESOURCES MANUAL EQUAL EMPLOYMENT OPPORTUNITY
Section 1, Page 4
Effective Date: April 2019

EQUAL EMPLOYMENT OPPORTUNITY POLICY

Resources Manual for information related to EEOQ training.

Complaint Process
An individual covered by this policy who is alleging unlawful discrimination, harassment or
retaliation may file a complaint following the process outlined in the Employee Grievance
Policy located in the State Human Resources Manual. For the purpose of this policy, political
affiliation is not a protected classification under federal EEO law but may be grieved pursuant
to G.S. 126-34.02 as a contested case after completion of the agency grievance procedure
and the Office of State Human Resources review.

Revision No. 16 Equal Employment Opportunity Policy
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ATTACHMENT B: NCDOT EEO POLICY

STATE OF NORTH CAROLIMNA
DEPARTMENT OF TRANSPORTATION

ROY¥ COOPER JamEs H. TROGDOM, 11
GOVERHOR: SECRETARY

EQUAL EMPLOYMENT OPPORTUNITY POLICY STATEMENT

Az the Secretary of the Morth Caroling Department of Transperation (NCDOT), 1 South
Wilmington Street, Raleigh, North Carolina 27601, | am personally committed to the principles
and spirit of Equal Employment Opportunity for all employees and applicants far employment,

It iz a fundamental palicy of the Depaniment to assure equal opporiunity in employment.  Equal
employment opportunity is for all individuals regardless of race, color, ethnicity, sex, gender,
sexual orientation, gender identity or expression, pregnancy, religion, national crigin, Mational
Gruard or veicran status, political affiliation, genetic information, age, or disability. Furthermore,
WCDOT 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 {EEQ/AA]) program and plans arc
designed to foster an inclusive workplace that is responaive to and respectful of all emplayees and
applicants. All personnel policies and practices are 1o be conducted in a work environment that is
fair and free from discrimination, harassment, and retaliation. EEQVAA will pervade all human
resource practices ineluding, but not limited 1o, recruiting, hiring, retention, transfers, disciplinary
actions, promodions, training, compensation, benefits, recognition, and all other terms and
conditions of employment. NWCDOT prohibits creating a hostile or intimidating  work
environment, Mo State employee may engage in speech or conduct that is defined as unlawfil
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 inierference, coercion, restraint,
or reprisal of any persen complaining of unlawful discrimination, workplace harassment, or
retaliation is prohibited.

EEO is net only required by Federal and State law, it is fundamental to the operations of the
Diepartment. NCDOT complies with applicable Federal and State EEO laws, statutes, regulations,
and policies. | expect each employes and manager to cooperate fully by integrating and
promoting EEQ at all levels. My office has advised all executives, administrators, division
directors, district engineers, and branchiunit managers and supervisors thal positive
implementation of the EEOVAA programs and plans is expected and that they will be held
accountable and evaluated for their actions. To further assure that appropriate program measures
are implemented and monitored, | have designated the Department's EECVAA Officer, Pamela
Taylor Shaw, with that responsibility. She can be reached a1 919-508-1804.

As an expression of my commitment to and support of the Morth Carclina Depariment of

Wﬂm EEQ/AA program, belpw is my signature as Secretary of NCDOT,
ate

Jardes H.\Trogdon, 1T Secretary
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ATTACHMENT C: NCDOT DISCIPLINARY ACTION PROCEDURES

North Carolina
Department of Transportation

Disciplinary Action Policy & Procedures

Rewized 1/302018
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Policy

State employees are expected to meet performance standards and conduct
themselves appropriately. This policy is intended to provide tools for addressing
employee conduct and performance issues in @ reasonable, consistent, and
effective manner. This policy and its procedures will be administered in a fair and
equitable manner free from unlawful discrimination, harassment and retaliation.

In order to ensure consistency, management is to consult with the HR Assistant
Director andfor Employes Relations Manager andfor an Employes Relations
Representative, if it is determined that an employee may have violated this
policy and its procedures.

Any disciplinary action issued in accordance with this policy and its procedures
miust be for just cause under one or more of the three following reasons:

1. unsatisfactory job performance; or

2. unacceptable personal conduct; or

3. pgrossly inefficient job performance.

The categories are not mutually excusive, as certain actions by employees may
fall into more than one category, depending upon the facts of each case. Mo
disciplinary action shall be invalid solely because the disciplinary action is labeled
incorrectly.

The procedures in this policy provide for progressive discipline to address issues
invalving unsatisfactory job performance. Employees are given notice of
performance deficiendes and an opportunity to improve them. However, this
policy also recognizes that some employee conduct occurring either on-duty or
off-duty is so egregious and intolerable that continued employment is not a
possibility and progressive discipline is not appropriate. Behavior of this type is
considered either unacceptable personal conduct which can be either on-duty or
off-duty, or in the case of on-duty behavior, grossly inefficient job performance.

The imposition of any disciplinary action shall comply with the procedural
requirements of this policy.

. Covered Employees

This policy applies to employees that have attained career status as defined by
Morth Carolina General Statute 126-1.1.
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Employee Assistance Program (EAP)

Prior to or in conjunction with disciplinary action, a supervisor may elect to
refer an employee to the Employee Assistance Program (EAP) as appropniate
and shall contact an Employee Relations Representative for assistance.
Referral to EAP is not considerad a substitute for any disdplinary action.

Just Cause for Disciplinary Action

Unsatisfactory lob Performance: The intent of disciplinary action for
unsatisfactory job performance is to promote improved employee
performance. When a documented counseling session or corrective action
plan or safety adwisory fails to correct employee performance, the
manager/supervisor may address the matter by issuing a formal disciplinary
action, the first level of which is a written warning.

A. What Is Just Cause for Unsatisfactory Job Performance?

Any work-related performance issue may establish just cause to discipline an
employee for unsatisfactory job performance. Just cause for a warning or
other disciplinary action for unsatisfactory job performance ocours when an
employee fails to satisfactorily meet job requirements.

Discplinary actions administered for unsatisfactory job performance are
imended, if possible, to bring about a permanent improvement in job
performance. Should the required improvement later deteriorate, or other
imadequacies occur, the supervisor may deal with this occurrence of new
unsatisfactory job performance with additional progressive disciplinary
action|s).

The determination that an employes has engaged in unsatisfactory job
performance is generally made by the supervisor and confirmed by
management. The supervisor's and/or managements’ determination should
be reasonable, consistent, factually supported and made in consultation with
the HR Assistant Director and/or Employee Relations Manager and/or an
Employee Relations Representative. In determining whether an employee’s
job performance is unsatisfactory job performance, a manager/supervisor
may consider any one or a combination of the factors set forth below. These
include but are not limited to:

1. Failure to produce work of acceptable gquality, accuracy, gquantity,
promptness, work habits, or by established deadlines;

Page | Ixxviii



NORTH CAROLINA
Department of Transportation 2020 EEO PLAN

2. Performance or work plan and the annual performance evaluation;

3. Inability to follow instructions or procedures, appropriatensss of work
performed, or demonstrated poor judgement, analysis or decision-
making;

4. Insufficient or inapproprigte customer service, service delivery, or
teamwork;

5. Misusefabuse of fiscal resources, including a wasteful use of State
resources;

6. Absentesism, tardiness, or other abuses of work time.

7. Any other factors that, in the opinion of the supervisor or manager, are
appropriate to determine whether an employee’s performance
constitutes unsatisfactory job performance.

B. What Is Just Cause for Grossly Inefficient Job Performance?

Just cause to issue disciplinary action for grossly ineffidient job performance exists
when an employes fails to satisfactorily perform job requirements as spedfied in
his/her job description, work plan, or as directed by the management of the work
unit or agency and that failure results in:

1. death or sericus bodily injury or creates conditions that increase the
chance for death or serious bodily injury to an employes(s] or to
members of the public or to a person(s) for whom the employee has
responsibility; or

2. the loss of or damage to state property or funds that results in a serious
adverse impact on the State or work unit.

C. What Is Just Cause for Unacceptable Personal Conduct?

Just cause to warn or take other disciplinary action for unacceptable personal
conduct may be created by intentional or unintentional acts. The conduct may be
job related (on-duty) or off duty so long as there is a sufficient connection
between the off-duty conduct and the employee’s job.

Unacceptable personal conduct may include but is not limited to:

1. conduct for which no reasonable person should expect to receive prior
waming;
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10.

11.

job-related conduct which constitutes a violation of State or federal law;
conviction of a felony or an offense involving moral twrpitude that
negatively impacts the employee’'s service to the State or the public's
trust and confidence in the State;

the willful violation of known or written work rules;

conduct wunbecoming a State employee that is detrimental to State
service;

the abuse of cient(s), patient(s), student(s) or person(s) over whom the
employee has responsibility or to whom the employes owes a
responsibility, or the abuse of an animal owned by or in custody of the
State;

material falsification of a 5tate application or other employmeant
documentation (to include falsification of work-related documents);

use of professional State credentials for personal gain
serious disruption in the workplace;
insubordination;

subjecting an  employee, client, or customer to intentionally
discriminatory treatment or harassment.

V. Types of Disciplinary Action

When just cause exists, any career state employee, regardless of occupation,
position or profession may be warned, demoted, suspended or dismissed by the
appaointment authority. The degree and type of action taken shall be based upon
the sound and considered judgement of the NCDOT in accordance with this policy
and in consultation with the HR Assistant Director and/or Employee Relations
Manager and/or an Employee Relations Representative.
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A, Written Warning
The supervisor shall monitor and promote the satisfactory performance of work

assignments and assure that employees do not engage in unacceptable personal
conduct.

The written waming shall inform the employee that this is a written waming, and
not some other non-disciplinary process such as counseling; inform the employee of
the spedfic issues that are the basis for the warning; inform the employees what
specific improvements, if applicable, shall be made to address these spedfic issues;
inform the employee of the time frame allowed for making the required
improvements or corrections; inform the employee of the conseguences of failing to
make the required improvements or corrections; and reference all active disciplinary
actions and documented counselling sessions.

A copy of the written warning letter shall be provided to the employee in such form
as to provide certification of the date it is received by the employee.

A written warning is not grievable under the Office of State Human Resources
Employee Grievance Policy & Procedures; however, this policy shall be provided to
the employee at the time the written warning is issued to the employee.

Unsatisfactory Job Performance: When the supervisor determines that disciplinary
action is appropriate for unsatisfactory job performance, a written waming is the
first type of disciplinary action that an employee shall receive. However, as
referenced in the Performance Management policy, the manager/supervisor shall
provide feedback to the employee regarding the need for him/her to improve
his/her performance. If performance does not improve following the feedback
provided by the manager/supervisor, @ Documented Counseling Session (DCS) or a
Corrective Action Plan [CAP) or a Safety Advisory shall be issued prior to beginning
disciplinary actions for most performance issues. Any disciplinary action issued for
unsatisfactory job performance without a prior DCS or CAP or Safety Advisory must
be first approved by the HR Director or designee. After the first written warning, a
supervisor may give additional written wamings or a higher level of disciplinary
action.

The written warning will ffirm that the supervisor/manager provided feedback and
whether or not a DCS or CAP or Safety Advisory was issued to the employes.

Unacceptable Personal Conduct or Grossly Inefficient Job Performance: The

supervisor may elect to issue a written warning for grossly inefficient job
performance or unacceptable personal conduct. However, this policy does not
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require a written warning before management takes other disciplinary action in
these types of cases.

B. Disciplinary Suspension without Pay

An employee may be suspended withowt pay for disdplinary purposes for
unsatisfactory job performance after the receipt of at least one prior active
disciplinary action or for causes relating to any form of unacceptable personal
conduct or grossly inefficient job performance without any prior active disciplinary
action. Prior to placing an employes on disciplinary suspension without pay, a
managament representative shall conduct a pre disciplinary conference with the
employes in accordance with the procedural requirements of this policy.

The disdplinary suspension letter shall inform the employee of the specific issues
that are the basis for the disciplinary suspension; inform the employes of the
duration of the suspension; inform the employes what specific improvements, if
applicable, shall be made to address these specific issues; inform the employee that
immediate improvement is required for grossly inefficient job performance or
unacceptable personal conduct; inform the employee of the consequences of failing
to make the required improvemnents or corrections; reference all active disciplinary
actions; and inform the employee of his/her appeal rights.

A disciplinary suspension is grievable under the Office of State Human Resources
Employee Grievance Policy & Procedures. The Office of State Human Resources
Employes Grievance Policy & Procedures shall be provided to the employee at the
time the disciplinary suspension letter is issued to the employes along with a Step 1
Grievance Filing fiorm.

A copy of the disciplinary suspension letter shall be provided to the employee in
such form as to provide certification of the date it is received by the employee.

Length of Time for Disciplinary Suspension: A disciplinary suspension without pay
for an employee who is subject to the overtime compensation provisions of the Fair
Labor Standards Act (FLSA) must be for at least one full work day, but not more than
Two work weeks (ten work days). The length of a disciplinary suspension without pay
for an employee who is exempt from the overtime compensation provisions of the
FLSA must be for at least one full work week [five work days), but not more than two
full work weeks (ten work days). The length of a disaplinary suspension for an
employes on a non-forty hour week/schedule shall be no more than B0 hours. An
agency or university has the option of imposing the same periods of disciplinary
suspension without pay upon all employees as long as the time period is the same as
for employees exempt from the overtime provisions of the FLSA as set forth in this
Section.
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Type of Minimum Period Maximum Period for | Minimum Time
Employee | for Disciplinary Disciplinary Block

Suspension Suspension
Subject to 1 work day 2 work wesks (10 work At least 1 work day
FLSA days)
Exempt 1 wiork week (five work | 2 work weeks [10 work 1 work weak |five work
from ELSA days) days) days) but no portion of a

full work week.

Required Consultation: The supervisor recommending disciplinary suspension must
discuss the recommendation with appropriagte agency management and the HR
Assistant HR Director andfor Employee Relations Manager and/or an Employee
Relations Representative. Upon approval by agency management, a pre-disciplinary
conference shall be held with the employee.

C. Demaotion

Any employee may be demoted as a disciplinary measure. Demotion may be made on
the basis of either unsatisfactory job performance, grossly inefficient job performance
or unacceptable personal conduct. An employee may be demoted for disciplinary
purposes for unsatisfactory job performance after the receipt of at least one prior active
disdplinary action or for causes relating to any form of unacceptable personal conduct
or grossly inefficient job performance without any prior disciplinary action. Prior to
demaoting an employes, a management representative shall conduct a pre -disciplinary
conference with the employee in accordance with the procedural requirements of this
palicy.

The demotion letter shall inform the employee of the spedfic issues that are the basis
for the demotion; inform the employee of the type of demotion; inform the employes
what specific improvements, if applicable, shall be made to address these specific
issues; inform the employes that immediate improvemnent is reqguired for grossly
ineffident job performance or unacceptable personal conduct; inform the employee of
the consequences of failing to make the required improvements or corrections;
reference all active disciplinary actions; and inform the employee of his appeal rights
and attach a Step 1 Grievance Filing form.

Disciplinary demotions may be accomplished in several ways. The employee may be
demoted to a lower pay grade with or without a loss in pay, except that no salary may
exceed the maximum rate of the range, or, the employee’s salary may be reduced
within the same pay grade. In no event shall an employee’s salary be reduced to less
than the minimum rate or the special rate for the applicable pay grade. Before
demation of an employee, a supervisor is reguired to inform the employes i the
demation will change the employee's salary rate andfor pay grade and if so what
change will occur in the salary rate andfor pay grade. Disciplinary demotions must be
conducted in accordance with the appropriate salary administration policies.
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A demotion is grievable under the Office of State Human Resources Employee
Grievance Policy & Procedures. The Office of State Human Resources, Employes
Grievance Policy & Procedures shall be provided to the employes at the time the
demaotion letter is issued to the employee along with a Step 1 Grievance Filing form.

A copy of the demation letter shall be provided to the employee in such form as to
provide certification of the date it is received by the employee.

Required Consultation: The supervisor recommending demotion must discuss the
recommendation with appropriate agency managament and the HR Assistant Director
and/for Employee Relations Manager andfor an Employee Relations Representative.
Upon approval by agency management, a pre-disciplinary conference shall be held with
the employes.

Dismissal

Dismissal may be a result of unsatisfactory job performance, grossly inefficient job
performance or unacceptable personal conduct. An employee may be dismissed for
disdiplinary purposes for unsatisfactory job performance after the receipt of at least two
prior active disciplinary actions or for causes relating to any form of unacceptable
personal conduct or grossly inefficient job performance without any prior active
disdplinary action. Prior to dismissing an employee, a management representative shall
conduct a pre -disciplinary conference with the employee in accordance with the
procedural requirements of this policy.

The dismissal letter shall inform the employee of the specific issues that are the basis for
the dismissal;, reference all active disciplinary actions; and inform the employee of his
appeal rights; and inform the employes that a dismissal letter is considered public
imformation and must be released if requested.

A dismissal is grievable under the Office of State Human Resources Employee Grievance
Policy & Procedures. The Office of 5tate Human Resources, Employee Grievance Policy
and Procedures shall be provided to the employes at the time the dismissal letter is
issued to the employee along with a 5tep 1 Grievance Filing form.

Required Consuftation: The supervisor recommending dismissal must disouss the
recommendation with appropriate agency management and the HR Assistant Director
andfor Employes Relations Manager andfor an Employee Relations Representative.
Upon approval by agency management, a pre-disciplinary conference shall be held with
the employes.
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If an employee is dismissed and appeals his/her dismissal through the
grievance procedure, the final agency decision shall set forth the specific acts or
omissions that are the basis of the employee’s dismissal. In addition, the employee shall
be informed in the final agency decision letter that the final agency decision letter is a
public record and that the agency is required by law to release it pursuant to any public
record requests.

V1. Procedures for Issuing Disciplinary Action

Prior to the decision to issue a disdiplinary action, the following procedures must be
followed in accordance with this policy. Before a manager/supervisor can issue a
discplinary action of suspension, demaotion, or dismissal, a Pre-Disciplinary Conference
(PDC) must be held. A PDC is not required if management intends to issue a written

warning.
Prerequisites for Disciplinary Action
Unsatisfactory Job Performance Unacceptable Personal Conduct
of Grossly Inefficient Job
Performance
1. The employee must have a3 courrent | 1. The employes must have @
unresglved incident of wnsatisfactory job current unresolved incident
performance. of unacceptable personal
conduct or grossly inefficient

2. Demotion or suspension: the employes must .

have at least one active disdplinary action Job performance.

(these do not need to be related to the | 2. A pre-disciplinary

current incident). conference (PDC) must have
been held with the
employee, if the
recommendation is to
dismiss, suspend or demote.

3. Dismissal: the employes must have at least
two active disciplinary actions (these do not
need to be related to the current incident).

4. A pre-disciplinary conference [PDC) must
have been held with the employee, if the
recommendation is to dismiss, suspend or
demaote.

Disciplinary actions related to personal conduct may be included in the successive
systemn for performance-related dismissal provided that the employee receives at
least the number of disciplinary actions, regardless of the basis of the disciplinary
actions, required for dismissal on the basis of inadequate performance.
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VIl. Procedures for Pre- Disciplinary Conference (PDC)

A. Prior to the Conference
Before demaotion, suspension or dismissal of an employes:

* A supervisor or management designee recommending demotion, suspension
without pay, or dismissal must schedule and conduct a pre-disdplinary
conference (PDC) with the employee after discussing the recommendation
with the HR Assistant HR Director andfor Employes Relations Manager
and/or an Employee Relations Representative, and appropriate division or
unit management and receives management's authorization to hold the POC
with the employee;

+ The supervisor or management designee must give the employee advance
written notice (at least 24 hours) of the conference. While a minimum of
twenty-four (24) hours” notice to the employee is required, advance notice
should be as much time as practical under the drcumstances;

* The advanced written notice must first be reviewed and approved by the
Pre-Disciplinary Conference Review Committee (PCRC) prior to giving the
advance written notice to the employee and conducting the pre-disdplinary
conference with the employes. If the PCRC disapproves of the
recommendation, the supervisor or management designee may appeal
through the HR Director to the NCDOT Secretary or his/her designee. The
Secretary or designee will make the final decision regarding the proposed
recommendation.

* The advance written notice must inform the employee of the type of
disdiplinary action being recommended (demotion, suspension or dismissal),
that a lesser disdplinary action is possible, the conference time and location,
and the specific acts or omissions that are the reasons for the
recommendation;

= |f the recommendation is @ demotion, the advance written notice must
indicate if the demotion may change the employee’s compensation rate
and/or dlassification title;

# The person conducting the pre-disciplinary conference must have the

authority to recommend or decide what, if any, disciplinary action shall be
imposed on the employee.
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Legal Representation: Mo attorneys representing either side may atend the
conference nor shall any witnesses attend the conference for either party. This
provision does not prevent either party from consulting with  legal
representation.

Employee Absence: The employee’s failure to attend the PDC after recsipt of
written notification shall not automatically stop the disciplinary process. In such
situations, management must consult with Human Resources to determine
whether to reschedule the PDC, if warranted.

Recordings: Audiotape, videotape, recording devices, and transmission devices
are not permitted during the conference.

B. During the Conference
Curing the conference, the person conducting the conference must:

*+ Provide and review with the employee the PDC written notification letter
that includes the conference cannot be recorded by either party or attended
by attomney representatives, the spedfic reasons for the recommended
disciplinary action and a summary of the facts supporting the
recommendation; and

# Allow the employee the opportunity to respond to the recommended
disdpline action, to refute information supporting the recommended
disaplinary action and to offer information or arguments in support of the
employee’s position. This opportunity does not include the right to present
witnesses.

The following people may be included in the conference:

+ The supervisor or other person chosen by agency management to conduct
the conference;

« A second management representative may be present at management’s
discretion;

¢  The employee;
¢ |f the person conducting the conference chooses, security may be present;

# In addiion to the participants in the conference noted above,
Department procedures may provide for one additional neutral party, if

13
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agreed upon by the employee and management.

C. Following the Conference

After the conference, management shall:

+ Review all necessary information and consider the response(s) of the
employee and make a decision on the recommended disciplinary
action;

+  Allow time to review all necessary information and not communicate
the decision to the employee prior to the beginning of the next
business day following the conclusion of the pre-disdplinary
conference or after the end of the second business day following the
completion of the pre- disciplinary conference; and

+ [f management deddes to demote, suspend or dismiss, the employee
shall receive a written disciplinary action letter either in person or by
certified mail (or equivalent) with return receipt requested.

The written disciplinary action letter must include:

1

4

The bases for the disciplinary action;
The effective date of the disciplinary action;

The specific acts or omissions that are the reason(s) for the disciplinary
action; and

The employes's appeal rights.

& copy of the OSHR Employee Grievance Policy and procedures along with a Step
1 Grievance filing form must accompany the written disciplinary action letter.

Effective date: The effective date of the dismissal for unsatisfactory job
performance shall be determined by management. A career state employee
who is dismissed for unsatisfactory job performance may, at management's
discretion, be given up to two weeks' working notice of the dismissal. Instead of
providing up to two weeks" working notice, an employee may be given up to two
weeks' pay in lieu of the working notice. Such working notice or pay in lieu of
notice is applicable only to dismissal for unsatisfactory job performance. The

14

Page | boxviii



NORTH CAROLINA
Department of Transportation 2020 EEO PLAN

effective date of the dismissal shall be no sooner than the date of the written
notice of dismissal and no later than 14 calendar days after the written notice.

The occurrence of a pre-disciplinary conference shall be documented, showing
the date of the conference and the names of the participants and shall be
referenced in the written disciplinary action letter.

If an employee refuses to attend a pre-disdplinary conference, the decision on
the recommended disdplinary action shall be made without the employee’s
input.

D. Failure to Follow Procedure

Failure to give written reasons for the demotion, suspension, or dismissal,
written notice of appeal rights, or to conduct a pre-disaplinary conference is a
procedural wviolation. If the Department fails to follow procedurs, the
Department shall be subject to the rules of the Commission dealing with
procedural violations.

The time for filing & grievance because of a demotion, suspension or dismissal
does not start until the employes receives written notice of any applicable

appeal rights.
E. Public Information

If an employee is dismissed and appeals his/her dismissal through the grievance
procedure, the final agency dedsion shall set forth the specific acts or omissions
that are the basis of the employee’s dismissal. In addition, the employee shall be
informed in the final agency dedsion letter that the final agency dedsion letter is
a public record and that the agency is required by law to release it pursuant to
any public record request.

F. Additional Pre-Disciplinary Conference

An additional pre-disciplinary conference may be necessary if the employer
receives new information about the allegations of wrongdoing that requires
additional investigation.

When a pre-disciplinary conference is conducted for a recommended type of
disciplinary action, but after the conference, the agency deddes to take
disciplinary action of a lesser degree of seriousness than the one for which the
conference was held, it is not reguired that the agency conduct an additional
pre-disaplinary conference as long as the employee was notified and had the
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opportunity to be heard with respect to the behavior which is the basis for the
less serious disdplinany action.

However, it is permissible for the agency to conduct such an additional pre-
disciplinary conference if the agency determines that it would be appropriate
under the droumstances, or if the employee requests the additional opportunity
1o be heard.

For example, if a pre-disciplinary conference is conducted with a
recommendation or intent of dismissal and the agency decides to demote rather
than dismiss, it would not be necessary to conduct ancther pre-disdplinany
conference unless the agency or employee believes that there are relevant
issues that could not have been addressed or were not addressed in the previous
pre-disdplinary conference or, if the employee was not notified of the possibility
of a lesser degree of disciplinary action.

VIIl. Transfer of Disciplinary Action

When an employee transfers to another department or unit, any active written
warnings or disciplinary actions will transfer with the personnel file of the
employee and will remain in full force at the new work unit until removed by the
new employer or made inactive by operation of this policy.

IX. Resolution of Disciplinary Actions

A. Inactive Disciplinary Actions

Disciplinary actions issued for unsatisfactory job performance, grossly inefficient
job performance, or unacceptable personal conduct are all subject to becoming
inactive for the purposes of counting towards the number of prior disciplinary
actions needed for further discipline. Disciplinary actions are deemed inactive if:

1 Ar any time, when the employee's supervisor or manager requests
inactivation by notifying the employee relations representative in writing
that the reason for the action has been resolved or corrected. The request
must be approved in writing by a direct report to the Secretary, a division
director, division engineer, or unit head; or

2. For performance related disciplinary actions, when the performance
evaluation process documents a summary rating that reflects an acceptable

level of performance overall and satisfactory performance in the area cited in
the disciplinary action; or
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3. After eighteen (18) months, unless there has been additional disciplinary
action since the date the disciplinary action was issued.

If an employee receives a new disciplinary action while hefshe has an active
disciplinary action in his/her personnel file, the oldest active discplinary action(s)
in the file will take on the life span of the most recant disdplinary action, not to
exceed an additional 18 months (that is, the action cannot remain active for
more than 36 months). The actions do not have to be related in content.

When a disciplinary action becomes inactive, it shall remain in the employee’s
personnel file untl © has been removed in accordance with the procedural
requirements of this policy.

An inactive disciplinary action cannot be counted towards the number of prior
disdiplinary actions that must be received before further discplinary action can
be taken.

The HR Employee Relations Representative shall update BEACON to reflect the
inactivation of a disciplinary action by delimiting the disciplinary action and any
other disciplinary actions affected by the inactivation.

B. Removal of Disciplinary Actions

An active or inactive disdplinary action other than a dismissal may be removed
from an employee’s personnel file(s) as follows:

1. Arany time, a supervisor or manager in the chain of command may initiate a
written request to the HR director to remove an active or inactive disciplinary
action from the personnel file of an assigned employee. The request must be
approved in writing by a direct report to the Secretary, a division director,
division engineer, or unit head. The request must include a copy of the
disdplinary action to be removed and specify either that the disciplinary
action is inactive or that the reason for the action has been resolved or
comected.

2. Once a disciplinary action becomes inactive, the employee may submit a
wWritten request for removal 1o an appropriate supenvisor or manager in the
chain of command. Upon approval, the supenvisor or manager shall initiate a
written request to the HR director to remove an inactive disciplinary action
from the personnel file of an assigned employee. The reqguest must be
approved in writing by a direct report to the Secretary, a division director,
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division engineer, or unit head. The request must include a copy of the
disdplinary action to be removed and specify that the disciplinary action is
inactive.

Upon receipt of a properly completed request, Human Resources will remove
the disciplinary action from the MCDOT personnel file, confirm the removal, and
request that the manager remove the disciplinary action from any other
employee file (field or division personnel file). The Employes Relations Section
shall update BEACOMN to reflect inactivation of the disciplinary action by
delimiting the disciplinary action and any other disdplinary actions affected by
the inactivation. Disciplinary action in the inactive file shall be destroyed five
years after the disdplinary action became inactive.

¥. Investigatory Leave with Pay

Imvestigatory leave with pay shall be used to temporarily remove an employee
from work. status. Placement on investigatory leave with pay does not constitute
a disciplinary action. However, the information discovered during the
investigation may be the basis of disciplinary action. The HR Director or his/her
designation is the final decision making authority regarding a request to place an
employee on imvestigatory placement with pay.

A. Procedures for Investigatory Leave with Pay
1. Management must notify an employee in writing of the reasons for
placement on investigatory leave with pay status no later than the
second scheduled workday after the beginning of the placement. A
placement on investigatory leave with pay may last no more than thirty
(30) calendar days without written approval of an extension by the State
Human Resources Director (of no more than an additional 30 calendar

days).

2. When an extension beyond the thirty-day period is reguired,
managament must advise the employee in writing of the extension, the
length of the extension, and the specific reasons for the extension. If no
action has been taken by management by the end of the thirty-day
pericd and no further extension has been granted, management must
gither take appropriate disciplinary action on the basis of the findings
from the investigation or return the employes to active work status.
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3. Under no droumstance is it permissible to use placement on
investigatory leave with pay Tor the purpose of delaying an administrative
decision on an employee’s work status pending the resolution of a civil or
criminal court matter invohving the employee.

B. Acceptable Reasons for Placing an Employee on Investigatory
Leave with Pay

An employee may be placed on investigatory leave with pay for the
following reasons:

1. To investigate allegations of performance or conduct deficiencies that
wiould constitute just cause for disciplinary action;

2. To provide time within which to schedule and conduct a pre-disciplinary
conference;

3. To avoid disruption of the work place and/or to protect the safety of
Persons or property;

4. To facilitate @ management directed referral or fitness for duty evaluation
to ensure the employee’s safety and the safety of others and to obtain
medical information regarding the employee’s fitness to perform his or
her essential job functions.

¥I. Right of Appeal

Every disciplinary action shall indude notification to the employee in writing of
any applicable appeal rights.

Management shall furnish to the employee, as an attachment to any grievable

disciplinary action, a copy of the Office of State Human Resources Grievance
Palicy & Procedures and a Step 1 Grievance Filing form.

A. Waiver of Appeal Rights

If a disdplinary action is grievable and the employee fails to timely grieve the
disciplimary action, the employee is deemed to have waived the right to contest
the validity of the disdplinary action.
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¥Il. Credentials

By statute, regulation, and administrative rule, some duties assigned 1o positions
in service may be performed only by persons who are duly licensed, registered or
certified as required by the relevant law or policy. All such requirements and
restrictions are specified in the statement of essential qualifications or
recruitment standards for job classifications established by the State Human
Resources Commission.

Failure to obtain or maintain legally reguired credentials can be dealt with as
disciplinary action, or through the Separation Policy.

A. Falsification of Credentials

Falsification of employment credentials or other documentation in connection
with securing employment constitutes just cause for disciplinary action. When
credential or work history falsification is discovered after employment with
NCDOT, disciplinary action shall be administered as follows:

1. If an employee was determined to be qualified and was selected for a
position based on falsified work experience, education, registration,
licensure or certification information that was a requirement of the
position, the employes may be dismissed without prior warning following
a pre-disciplinary conference. An employee dismissed on this basis shall
be given a notice of the dismissal in writing that indudes specific reason
for the dismissal and notice of the employee’s right of to appeal.

2. Im all other cases of posthiring discovery of false or misleading
information, disciplinary action will be taken, but the severity of the
disciplimary action shall be at the discretion of the NCDOT Secretary.

3. When coredential or work history falsification is discovered before
employment with MCDOT, the applicant shall be disqualified from
consideration for the position in question.

XI. Policy Responsibilities

A. Agency
Thirough the supervisar, the agency shall:
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1. Assure the satisfactory performance of work assigned 1o an employes of
the work wnit. The supervisor's determination is presumed to be
reasgnable and factually supported.

2. Maintain an expectation of acceptable personal behavior by its
employees.

3. Initiate a disciplinary action when in the judgement of the supervisor the
employes has engaged in behavior prohibited by this policy.

4. Maintain records and provide to the Office of State Human Resources
information and statistics on the discipline and dismissal process in a

form prescribed by the Office of State Human Resources.

5. Have personnel trained in the administration of this policy.

B. Office of State Human Resources
The Office of State Human Resources shall:

1. Provide for training in the administration of this policy.

2. Provide technical assistance and advice 1o agendes and universities.
3. Review NCDOT compliance.

4. Establish reasonable benchmarks for program performance.

5. Report and make recommendations to the State Human Resources
Commission on the discipline process.

C. 5State Human Resources Commission
The 5tate Human Resources Commission shall:

1. |dentify commective measures or impose sanctions on any agency that:
a. [Fails to comply with this policy

b. [Fails to report in a format prescribed by the Office of State Human
Resources, or
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c. Fails to administer the discipline and dismissal process in a
manner that is fair to all parties, equitable, free of unlawful
discrimination, and maintains discipline.

XIV. Definitions

Agency — organizational units to include agencies, universities, boards,
commissions and other entities subject to the provisions of this policy.

Current Unresolved Incident - An act of unmacceptable personal conduct,
unsatisfactory job performance or grossly inefficient job performance for which
no disciplinary action has previously been taken by the agency.

Demotions — A personnel action taken, without employee agreement, to
discipline the employee, which results in:

*+ |owering the salary of an employee within their current pay grade, or
+ places the employes in a position at a lower pay grade with or
without lowering the employee’s salary.

Dismissal - the involuntary termination of the employment of an employee for
disciplinary reasons or for failure to obtain or maintain necessary job related
credentials.

Grossly Inefficient Job Performance - Failure to satisfactorily perform job
requirements as set out in the job description, work plan, or as directed by the
management of the work wnit or agency; and, the act or failure to act causes or
results in:

+ death or serious bodily injury or creates conditions that increase the
chance for death or serious bodily injury to an employes(s) or 1o
members of the public or to a person(s) for whom the employee has

responsibility; or,
* the loss of or damage to State property or funds that results in a
serious adverse impact on the State or work unit.

Inactive Disciplinary Action - a disciplinary action taken after October 1, 1995
becomes inactive, i.e, cannot be counted towards the number of prior
disciplinary actions that must be received before further disciplinary action can
be taken for unsatisfactory job performance when;
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*  the manager or supervisor notes in the employee’s personnel file that
the reasons for the disciplinary action have been resolved or
corrected; or

+ for performance-related disdplinary actions, the performance
evaluation process documents a summary performance rating that
reflects an acceptable level of performance overall and satisfactory
performance in the area cited in the warning or other disciplinary
action, or

* gighteen (18) months have passed since issuance of the waming or
disciplinary action and the employee has not received another active
disciplinary action during the 15-month timeframe.

The completion of personnel transactions for demotions or suspensions do not
mzake the actions inactive. These actions are still active for 18 months.

Insubordination - the willful failure or refusal to carry out a reasonable order
from an authorized supervisor. Insubordination is unacceptable personal
conduct for which any level of discipline, including dismissal, may be imposed
without prior warning.

Suspension without Pay - the unpaid removal of an employee from work for
disciplinary reasons.

Unacceptable Personal Conduct - an act that may include but is not limited to:

1. conduct for which no reasonable person should expect to receive prior
Warming;

2. job-related conduct which constitutes a violation of State or federal law;

3. conviction of a felony or an offense involving moral turpitude that
negatively impacts the employes’s service to the State or the public's
trust and confidence in the State;

4. the willful violation of known or written work rules;

5. conduct unbecoming a State employee that is detrimental to State
service;

6. the abuse of dient(s), patient(s), student(s) or person(s) over whom the
employes has responsibility or to whom the employes owes a
responsibility, or the abuse of an animal owned by or in custody of the
State;

7. falsification of a State application or in other employment documentation
(to indude falsification of work-related documenis);

&, serious disruption in the workplace;

9. insubordination;
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10. subjecting an employee, client, or customer to intentionally
discriminatory treatment or harassment; and
11. use of professional State credentials for personal gain.

Unsatisfactory Job Performance - work-related performance that fails to
satisfactorily meet job requirements as set out in the relevant job desaniption,
work plan, or as directed by the management of the work unit.
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STATE HUMAN RESOURCES MANUAL Discipline/Appeals/Grievances
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Employee Grievance Policy (continued)

Puolicy
It is the policy of Morth Carolina State gowemment that a grievance process exist to allow for
prompt, fair and orderdy resolufion of grievances arising out of employment. Each agency shall
adopt the Employees Grievance Policy as approved by the Siate Human Resources Commission.

Objectives
Im establishing this Employee Grievance Policy, the State Human Resources Commission seeks
to achieve the following objectives:
=  Provide procedural consistency across the agencies of MC State government;
= Emnsure employees have access fo grievance procedures to address grievable issues
timely, fairty, and without fear of reprisal; and
= Resohleworkplace issues efficiently and effectively.

Definitions section moved to end of the policy.

Grievable Issues and Who May Grieve
The following tables list all issues that may be grieved by an applicant for State employment, a

probationary State employee or former probationary State employee, and a career State
employes or former career Siate employee.

The following issues may be grieved at the agency level only.

Applicant for State = Denial of request to remove inaccurate and misleading
employment  (initial imfiormation from applicantfile (exdudes the contents of 3
hire, promotion or performance appraisal and written disciplinary action)

reemployment)

Reviglon Mo B Empioyes Griavance Policy
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Employee Grievance Policy (continued)

Probationary State = Denial of request to remove inacourate and misleading
employes or former information from personnel file (excdudes the contents of a
probationary State performance appraisal and written disciplinary action)
employee

In addition to the grievable issue listed above, 3 career State employee or former career State
employes may also grieve the following issue.

employee or former equivalent as defined in the Performance Management Palicy
career State employee

The following issues must first be grieved through the intermal grievance process.
If the grievant is not satisfied with the Final Agency Decision (FAD), the grievant may appeal to
the Office of Adminisirative Hearings.

Whio May File Grievable ssues
Applicant for State =  Denial of hifng or promotional opporiunity due to faillure to post
employment  (initial position (unkess hiring opportunity is not required to be posted
hire, promotion or by law)
reemployment) = Denial of veteran's preference as provided for by law

=  Unlawful discriminaticn or harassment based on race, religion,
codor, national onigin, sex, age, disability, genetic information,
or poditical affiliation if the applicant believes that he or she has
been discriminated against in his or her application for
employment

= Retaliation for protesting (objecting to or supporting another
person’s objection to) unlawful discrimimation based on race,
religion, color, national crigin, sex, age, disability, genetic
information, or polibical affiliation i the applicant believes that
he or she has been refaliated against in his or her application
for employment
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Employee Grievance Policy (continued)

Probationary State =  Denial of hirimg or promaotional oppaortunity due to failure to post
employes or former position (unless hinng opportunity is not required fo be posted
probationary State by Lanar)

employes =  Denial of veleran's preference as provided for by law

= Any relalitory personnel action for reporting improper
govermment achivities (Mwhisile blower”)

=  Unlawful discrimination or harassment based on race, religion,
color, national ongin, sex, age, disability, genetic information, or
poliical affiliation if the employes believes that he or she has
been discriminated against in the terms and conditions of
employment

= Refaliation against an employee for protesting (objecting to or
supporting another person’s objection to) wuniawful
discrimination based on race, religion, color, national origim,
sex, age, disability, genetic information, or political affiliation if
the employee believes that he or she has been refaliated

against in the terms and conditions of employment

In addition to the grievable issues listed above, a career State employee or former career State
employes may also grieve the following issues.

Career State employee | = Dismissal, demotion or suspension without pay for disciplinary

or former career Siate reasons without just cause

employes = Imwoluntary non-disciplinary separation due fo unavailability

=  Denial of reemployment or hifing due to denial of reduction-in-
force pricrity as required by law (G5, 126-7.1)

=  Denial of promotional cpportunity due to failure fo give priority
consideration for promotion to a Career State employee as
required by law (G5 126-7.1)
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STATE HUMAN RESOURCES MANUAL Discipline/Appeals/Grievances
Section 7, Page 29
Effective Date: December 3, 2015

Employee Grievance Policy (continued)

GRIEVANCE PROCESS FOR ALL GRIEVABLE ISSUES

A grievance or complaint must be filed within 15 calendar days of the alleged event or action that
is the basis of the grevance. Any grievance or complaint that alleges unlawiful discimination,
harassment or retaliation shall be addressed and completed through the Egqual Employment
Opporiunily (EEQ) Informal Inguiry process before being considered in the formal imtemnal
grievance process. Except as provided herein, all other grievable issuwes must first be discussed
with the immediate or other appropriate supervisor in the employee’s chain of command or other
appropriate perscnnel or agency or university that has jurisdiction regarding the alleged event or
action that is the basis of the grievance prior to filing a formal grievance. Disciplinary action
grievances as well as non-disciplinary separation due to unavailability shall proceed directly to the
formal internal grievance process.

Disciplimary action grievances (i.e., dismissal, suspension without pay, demotion) that include
both an allegation of unlawful discrimination, harassment, or retaliation and an allegation that the
disciplinary action lacks just cause shall first be addressed through the EEQ Informal Inguiry
process before proceeding fo the formal internal grievance process. Likewise, a grevance that
imeolves both a separation due to unavailability and am allegation of unlawful discrimination,
harassment or retaliation shall first be addressed through the EEQ Informal Inguiry process
before proceeding fo the formal intemal grievance process.  After the EEOQ Informal Inguiry process
is completed, all grevable issues remaining (including that am umresolved disciplinary acton
lacks just cause or that an unresclved separation due to unavailability was improper, and any
unresolved allegations of unlawful discimination, harassment, or retaliation) may be considered in
the formal grievance process if pursued by the employes as per the procedures below.

EECQ INFORMAL INGUIRY FOR UNLAWFUL DISCRIMINATION, HARASSMENT OR RETALIATION

An applicant for State employment, probationary State employee, former probationary State

employese, career State employee or former career State employee [(hereafter referred to as
complainant) alleging unlawful discrimination, harassment or retaligtion shall first file a complaint
with the agency Egqual Employment Opportunity (EEQ) Officer or Affirmative Adtion (AA) Officer
within 15 calendar days of the alleged discriminatory or retaliatory act that is the basis of the
complaint K the complainant alleges facts that would constitute wnlawful discimination,
harassment, or retaliation as prohibited by |aw, the complaint will be investigated as a part of the
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Employee Grievance Policy (continued)

EEC Informal Inguiry. The investigation will determine if the facds support a finding that there is
reasonable cause o believe the alleged act rises to the kevel of unlawful discrimination, harassment
or retaliation.

The agency has 45 calendar days from receipt of the complaint to investigate and respond to the
complainant, unless the complainant and the employer mutually agree in writing to extend the

time due to occurrences thiat are unavoidable or beyond the control of either party. Any extension
shall not exceed 15 calendar days.

At the conclusion of the inwesfigation, the agency shall communicate the outcome of the
investigation in writing fio the complainant. If there is reasonable cause to believe that unlawful
discrimination, harassment, or retaliation occurred, management shall take appropriate action to
resolve the matter. If the complaint is successfully resolved, the complainant will sign a letter of
agreement with the agency detailing the terms of the resclution. The agency shall ensure that the
terms of the agreement under the control of the agency are implemented. if the complaint is not
successfully resolved, then the complainant may continue the process by filing a formal grievance
within 15 calendar days of the written response from the EED Informal Inguiry.

At any point in the gnevance process, the complainant’grievant has the right to bypass discussions
with or review by the alleged offender. Time spent in the EEC Informal Inguiry is not a part of the
formal intermal grievance process.

Extermal Filing of a Discrimination Charge
The complainant alleging unlawful discrimination, harassment or refaliation has the right, at amy
tme, to bypass or discontinue the EED Informal Inguiry or the formal intemal grievance process
and file a charge directly with the Egqual Employment Opportunity Commission (EEQC). The
complainant may not, however, file a3 contested case with the Office of Administrafive Hearing if
the intermal process has not been completed.

Information about filing an EECQC charge and deadlines for filing the charge can be found at:

http:ifwww. eeoc.govlemployees/charge.ofm or by calling the EEOC regional offices located in
Raleigh, Greensboro and Charlotte at 1-800-665-4000.

Information about filing through the Civil Rights Division of the Office of Administrative Hearings
can be found at- httpolfesns nooah. comdcivil! or by calling 919-431-3036_
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Simultaneous Intemal and External Filing of a Discimination Change
An applicant for State employment, probationary State employee, former probationary State
employee, career State employee or former career State employee may file simultaneously with
the Equal Employment Opportunity Commission at any point in either the EED Informal Inguiny or
the formal imtermnal grievance process.

INFORMAL DISCUSSION

A reguest for an Informal Discussion must occur within 15 calendar days of the alleged event or
action that is the basis of the grievance. Prior to filimg a grievance about any issue, excuding
unlawful discrimination, harassment or retaliation, disciplinary actions, and non-discplinary
separation due to unavailability, the employes shall first discuss the grievable issue with the
immediate or other appropriate supervisor in the employee’s chaim of command or other
appropriate personnel or agency that has junsdiction regarding the alleged event or action that is
the basis of the gnevance.

The employes must dearly declare to the supervisor or other appropriate perscnnel that the
Infiormal Discussion request is regarding an alleged event or action that is the basis of a potential
grievance. The supervisor or other appropriate personnel shall confirm the intention of the
requested Informal Discussion with the employee before beginning discussions.

This informal process shall be completed within the 15 calendar day timeframe. Howewer, if
progress is being made toward a successful resolution to the dispute or if there are occurrences
that are unawoidable or beyond the control of either party, both parties may agree to an
extension. This extension must be agreed to in writing and approved by HR and shall mot excesd
15 calendar days.

The supenvisor shall notify Human Resources when an employes reguests an Informal Discussion.
The supernvisor or other appropriate personnel is responsible for attempting to resobve the gnevable
issue with the employese. Human Resources shall serve as a resource during these discussions

and will work with both parties to strive for a timely resolution.
The outcome of the Informal Discussion shall be communicated fo the employes and Human

Resources by the supervisor or other appropriate personnel in wrting. If the issue is mot
successfully resolved or if no written response is provided within the 15 calendar day timeframe,
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STATE HUMAN RESOURCES MANUAL Discipline/Appeals/Grievances
Section 7, Page 32
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Employee Grievance Policy (continued)

the employes may procesd by filing a formal grievance. Time spent in the Informal Discussion is
not a part of the formal intemnal grievance process.

Grievance Process for Disciplinary Actions
Disciplinary action grievances, to induwde dismissal, demotion, suspension without pay, as well as
non-disciplinary separation due to unavailability shall bypass the Informal Discussion and
proceed directly to the formal intemal grievance process.

FORMAL INTERMAL GRIEVANMCE PROCESS

The employee must begin the formal intemal grnevance process by filing a written grievance o
the Human Rescurces Director or designee within the agency in accordance with the Employes
Grievance Policy. The employee must complete any of the required informal processes and file
within 15 calendar days of the alleged event or aclion that is the basis of the grievance.
Mediation is Step 1 in the intermal grievance process.

STEF 1 - MEDIATION

Mediation is the process in which a grievant and an agency respondent use a neutral third
partyi(s) to attempt to resolve a grievance. Mediation provides the grievant amd the agency
respondent an opportunity to openly discuss the grievance in a newtral environment with the goal
of reaching a mutually accepiable resolution.

Mediation Process
O5SHR maintains a process to assign mediaiors to grievances upon agency request The agency
shall submit the request for mediation within 3 business days of receipt of the grievance. The
mediation process shall be conduded within 35 calendar days from the filing of the grievance
unless the grievant and the agency mutually agree fo extend the time due to coccumences that are
unavoidable or beyond the control of either party. Any exiension of Step 1 will not extend the 90
calendar day timeline.

Location and Time Allocation
Mediation shall be conducied in a location identified by the agency and approved by the OSHR
Mediation Direcior or designee. The mediation shall be scheduled for an amount of time

Revialon Ho. & Employes Griavance Policy



& {

2] 2 8
LR oA
8,

S

£

NORTH CAROLINA
Department of Transportation

STATE HUMAN RESOURCES MANUAL Discipline/Appeals/Grievances
Section 7, Page 33
Effective Date: December 3, 2015

Employee Grievance Policy (continued)

determined by the mediaton(s) to be sufficient. Mediation may be recessed by the mediators) and
reconvenad at a later time.

Limited to Cifice of State Human Resources-Approved Mediators
Cnly OSHR-approved mediators will mediate grievances for State agencies. OSHR will maintain
a pool of gualified mediators to facilitate mediations. Mediators will not be selected from the agency
requesting the mediation.

Mediation Attendees
=  The grnevant who initiated the grevance;
= The designated agency representative serving as the respondent who has the awthornty
to negotiate an agreement, as approprate, on behalf of the agency; and
= The OSHR-appointed mediatons).

Aftormmeys and other advisors may not atiend the mediation. Either party may ask for a recess at
any time in order o consult with an attormey or other advisor.

Emergency substitution of a mediator must be approved by the O5SHR Mediation Direcior or
designee. The O5SHR Mediation Direcior and designees may attend mediations as observers.

Audiotape, videotape, recording devices, and framsmission devices are not permitted during the
miediation.

Post Mediation
When an agreement is reached, the following shall occur:

= The grievant and the respondent will sign a Mediation Agreement that states the terms of
agreement and is a legally binding document

= The original signed Mediation Agreement is provided fo the agemncy Human Rescurces
Office. A copy of the signed Mediation Agreement is provided fo the grievant, respondent
and the O5SHR Mediation Director.

= The agency shall ensure that terms of the mediation agreement under the control of the

agency are implemented.

When an agreement is not reached (impasse), the following shall occur:
= The grievant and the respondent will sign a Motice of Impasse stating that the mediation
did not result in an agreement.

Revialon Ho. & Employes Griavance Policy
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= The original signed Motice of Impasse s provided fo the agency Human Resources
Oifice. A copy of the signed Mofice of Impasse is provided to the grievant, the respondent
and the OSHR Mediation Direcior.

= At the end of the mediation session, the agency shall inform the grievant of the Step 2
grievance process and that the filing must be received by the agency within 5 calendar
days of the date of mediation.

Limitations on a Mediation Agreement

The Mediation Agreement shall serve as a writien record and shall:
= Mot contain amy provision|s) contrany to State Human Resources Commission policies,
administrative rules, and applicable State and Federal law;
= Mot contain any provision(s) that exceeds the scope of the parties’ authonty; and
= Mot be transferable to another State agency.

When mediation resolves a grievance but it is determined upon agency or O5HR review that one
or more provisions of the Mediation Agreement do not comply with the Siate Human Resources
Commission policies or rules or applicable State or Federal laws, the mediation shall be
reconvened to resolve the specific issue(s). § the parties are wnable to resolve the
noncompliance issue(s), the mediation will impasse and the grievant may proceed to Step 2 of
the intermal grievance process.

Should addiional information or clarification be needed to effectuate the terms of the agreement,
communication with all parties may ocour telephonically. In the event that the mediator who
fadlitated the mediation is not available, the O5HR Mediation Director or designee will have the
authority fo stand in place of the mediator in these communications.

Confidentiality of Documents Froduced in Mediation

All documents generated during the course of mediation and amy communications shared in
connection with mediation are confidential to the extent provided by law.

Mediation Agreement Approval

The approval of the Director of the Office of State Human Resources or designee is required for
mediation agreements that need a perscnnel fransaction to be processed, except where the only
personnel action is the substitulion of resignation for dismissal. W a mediation agreement
imvohves an exceplion to State Human Resources Commission policy, the approval of the Director
of the Office State Human Resources or designes is required.
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Employee Grievance Policy (continued)

MEDIATION RESPONSIBILITIES

Grievant Responsibilities
The grievant is responsible for:

= Aftending the mediation as scheduled by the agency;

= Moiifying and receiving approval from Humamn Resources, in advance of the scheduled
mediation, if occurmences that are unavoidable or beyond the control of the grievant prevent
aftendance at the mediation;

= Preparing for the mediation by being able to orally present dear and concise information
regarding the issues sumounding the grievance and the remedies sought; and

= Making a good faith effort to resolve the grievance.

A grevant who has an unexcused failure to attend mediation as scheduled forfeits the nght to
proceed with the intemal grievance process.

Respondent Responsibilities
The respondent is responsible for:

= Aftending the mediation as scheduled by the agency;

=  Molifying Human Resources, in advance of the scheduled mediation, if cooumences that
are unavoidable or beyond the control of the respondent prevent attendance at the
mediation;

=  Preparing for the mediation by becoming knowledgeable regarding the isswes sumounding
the grievance and remedies sought

= Consulting with management, Human Rescurces and'or legal counsel regarding possible
areas of negotiation for grievance resclution; and

= Making a good a faith effort to resclve the grievance.

Agency Human Resources Responsibilities
The agency is responsible for:
=  Administering the mediation program within the agency;
= Appointing an agency mediation coordinator, and other personnel as needed, to manage
and schedule mediations;
= Emsuring that the grievant receives appropriate information about the mediation process;
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Cesignating a qualified and informed agency representative to serve as the respondent
for each mediation who will have the authority to negotiate an agreement, as appropriate,
on behalf of the agency that reschves the grievance;

Ensuring that the selecied respondent is adeguately prepared for the mediation and has
had discussions with management and Human Resources to ideniify possible areas of
neguotiation for grievance resolution;

Ensuring appropriate personnel (management, Human Resources andlor legal counsel)
are available to respond fo any issues that may arise during the cowrse of the mediation:
Designating appropriate personmel to be available fo review the terms of the draft
agreement to ensure it is complete and contains the necessary information for
implementation:

Ern=uring confidentiality of the mediation fo the extent provided by law;

ldentifying suitable locations for mediations;

Using only OSHR-approved mediatons) for each mediation session;

Reimbursing mediators for travel at state-approved rates;

Providing nominees for consideration who meet the gualifications set forth by OSHR fo
be trained as OSHR mediators; and

Working with agency management to obtain funding fior the initial and ongoing training of
agency nominated mediators.

Office of State Human Resources Responsibilities
The Cffice of State Human Resources is responsible for

Developing and maintaining mediation procedures and forms;

Establishing mediator eligibility and training requirements;

Maintaining a pool of qualified mediators:

Providing employment mediation training;

Maintzining a process for assigning mediators upon agency request:
Emnsuring that mediators adhere io the O5HR Mediator Code of Conduct; and
Conducting ongoing studies/analyses to evaluate program effectiveness.

STEF 2 - HEARING

Hearing Officer or Hearing Panel Process
If mediation does mot result in a resolution at Step 1, the grievant is enfitled to proceed to Step
2 of the internal grievance process. Human Resources will nofify the grievant of the opportumnity
to present the grievance orally to a reviewer(s) outside of the grievant's chain of command, e.g..
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Hearing Officer or Hearing Panel. The hearing process shall be concluded within 35 calendar
days of filing Step 2 of the grievance process unless the grievant and the agency mutually agree
to extend the time due to cccurmences that are unawoidable or beyond the control of either party.
Any extension of Step 2 will not extend the 90 calendar day timeline.

Right to Challenge Appointed Hearing Officer or Hearing Panel Members
The grievant shall have one opportunity fo challenge the appointed Hearing Officer or up to 2
members of the Hearing Panel i the grievant believes they cannot remder an unbizsed
recommendation due fo a real or perceived conflict of interest. The grievant must submit the basis
for the challenge in writing. Management will review the challenge amd replace the Hearing
Oifficer or Hearing Panel members as appropriate.

Hearing Attendess
=  The grnevant who initiated the grievance;
=  The Hearimg Officer or Heanng Panel members;
=  Witnesses giving testimony, as approved by the Hearing Officer or Hearing Panel Chair;
and
= Appropriate agency and HR representatives.

Aftormeys and other advisors may not attend the hearing. Either party may ask the Hearing
Oifficer or the Hearing Panel Chair for a recess at any time in order o consult with an attomey or
other advisaor.

Audiotape, videotape, recording devices, and tramsmission devices are not permitted during the
hearing excepi as approved by management accerdaneewith SgeREy PREcESS.

Grievance Presented to Hearing Officer or Hearing Panel
The Hearing Officer or Hearing Panel Chair will preside over the hearing to allow the pariies to

present information relevant to the nature of the grievance, facts upon which the grievance is
based and the remedies sought. Each party shall be given a fair opportunity to present evidence
on the issues to be heard and to gquestion witnesses.

Proposed Recommendation for Final Agency Decision
The Hearing Officer or Heanng Panel Chair will draft a proposed recommendation, including an

explanation and justification to support the recommendation, for a Final Agency Decision. The
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proposed recommendation will be submitted to the Agency Head or designee and the Director of
the Office of Siate Human Resources (Director) or designee within the 35 calendar day timeframe
for the Step 2 hearing process. The Agency Head may provide a memorandum with comments
on the proposed recommendation to the Director or designee.

Office of State Human Resources Review
The Director of the Office of State Human Resocurces or designee shall review the proposed
recommendation for a Fimal Agency Decision based on established criteria. The Director or
designese mMay approve as written or may provide recommendations for moedification or reversal
within 10 calendar days of the receipt of the proposed recommendation. The proposed Final
Agency Decision shall not become final or be issued until reviewed and approved by the Office of
State Human Resources.

Final Agency Decision
The agency shall issue the Final Agency Decision to the grievant within § calendar days of receipt
of the Office of State Human Resources review of the proposed recommendation. The Final
Agency Decision shall be issued in writing within 90 calendar days of the initial filing of the
grievance. The Final Agency Decision shall include information about applicable appeal rights.

Settlement Approwval
The approval of the Director of the Office of State Human Resources or designee is required for
settlernents that need a personnel transaction to be processed, except where the only personnel
action is the substitution of a resignation for 3 dismissal. i a setlement inwvolves an exceplion to
the State Human Resources Commission policy, the approval of the Director of the Office of State
Human Resources or designees is required.

HEARING RESPOMSIBILITIES

Grievant Responsibilities
The grievant is responsible for:

= Aftending the hearing as scheduled by the agency;

= Moiifying and receiving approval from Humamn Rescurces, in advance of the scheduled
hearing, if cocurrences that are unavoidable or beyond the control of the grievant prevent
attendance at the hearing; and

= Preparing for the hearing by being able o present clear and condise information regarding
thie issues sumounding the grievance and remedies sought
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A grievant who has an unexcused failure to attend a hearing as scheduled forfeits the right to
proceed with the intemal grievance process.

Hearing Officer/Hearing Panel Chair Responsibilitias
The Hearing Officer™earing Chair is responsible for:
= (Calling the hearing to crder and establishing the process for the proceedings;
= Maintaining order and decorum;
=  Ensuring that all parties are allotted adeguate time o present evidence and guestion
witnesses; amd
=  Submitting a proposed recommendation for a Final Agency Decision.

Agency Human Resources Responsibilities
The agency is responsible for:
= Establishimg the use of either a3 Hearing Officer or a Hearing Panel;
= Administering the hearimg process within the agency;
= Enswring that all parties receive appropriate information about the hearing process;
= Establishing a process for the grievant to challenge the appointed Hearing Officer or
Hearing Panel members; and
= Consulting with OSHR on the proposed Final Agency Decision recommendation.

APPEAL TO THE OFFICE OF ADMIMISTRATIVE HEARINGS

Agency Reguirements fo Nofify Grievant of Appeal Rights
The Final Agency Decision shall inform the grievant in writing of any applicable appeal righis
throwgh the Office of Administrative Hearings for contested case isswes. The grevant must be
informed of the following:
= The appeal is made by filing a "Petition for a Contested Case” hearing with the Office of
Administrative Hearings;
= The appeal to the Office of Administrative Hearings must be filed within 20 calendar days
after the grievant receives the FAD; and
= Afee is charged for filing a Petfiion for a Contested Case Hearing.

Grievant Access to the Office of Administrative Hearings
If the grievant has completed the intermal grievance process and is not satisfied with the Final
Apency Decision, the grievamt may file a Petition for Contested Case Hearing in the Office of
Administrative Hearings in cases where the grievable issue may be appealed. An Administrative Law
Revislon Mo & Employes Griavancs Pallcy
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Judge will conduct a hearing and render a Final Decision.

A Pefition for Contested Case Hearing must be filed within 30 calendar days after the grievant
receives the FAD. The grievant may file the appeal at

Office of Administrative Hearings

1711 Mew Hope Church Road (Physical Address)

Raleigh, MC 27609

6714 Mail Service Center (Mailing Address)

Raleigh, MC 27693-6T00

(919) 431-3000

Hearing procedure requirements and filing form (OAH Form H-06A) cam be obtained from the
Office of Administrative Hearings at: hiipihwwancoah. com/hearings! or by calling (919) 431-
3000,

RESPOMSIBILITIES FOR THE EMPLOYEE GRIEVAMCE POLICY

Agency Human Resources Responsibilities
Each agency shalk

=  Adhere o the Employee Grievance Policy as adopied by the State Human Resources
Commission;

= Develop and communicate internal grievance procedures as needed;

=  Provide cument employees and new hires with access to the Employee Grievance Policy;

= Mofify all employees of any change to the intemal agency grievance process no later than
30 calendar days prior to the effective date of the change;

& Enter all grievance data in the State’s HR/Payroll
System as events occur; and

=  Provide employee grievance data to OSHR as requested.

Office of State Human Resources Responsibilities
The Cffice of State Human Resources shall:
=  Present the Employee Grievance Policy to the State Human Resources Commission for
approval at any time modifications are made;
= Provide consultation and technical assistance to agencies as needed; and
= Conduct ongeing studiesfanalyses to evaluate policy effectiveness.
Revislon Ho. & Employes Grievance Pollcy
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Definitions
The following are definitions of terms used in this policy:

Tarm Definitian

Agency A State department, office, board or commission.

Alleged Event or The precipitating workplace event or action, or the receipt of
Action notice of an event or action that is the basis for filing a grievance.
Applicant A person who submits an application for iniial hire, promotion or

reemployment for a position in a State agency.

Career State A State employese who is in a permanent position with a permanend
Employee appointment, and has been continuously employed by the State o

Maorth Caroling or a local entity as provided in G.5. 126-5(a)(2) in
position subject to the Morth Carcling Human Resources Act for
immediate 12 preceding months.

Employees who are hired by a State agency, department

universify in a swom law enforcement posifion and who aﬂ
required fo complete a formal training program prior to assuming
law enforcement duties with the hiring agency, depariment of
university shall become career Stale employees only afier being
employed by the agency, deparment or university for 24

continuous months.

Complainant An applicant, probationary State employee, former probationary
State employee, career State employe or former career 5Sta
employee who initiates an informal complaint through the Equa
Employment Opportunity (EEQ) Informal Inquiry process.
Contested Case Issue | A grievable issue that may be appealed to the Office of
Administrative Hearings.

Equal Employment An informal process for addressing allegations of unlawiul
Opportunity Informal | discrimination, harassment and retaliation that may facilitate a
Inguiry resciution pricr to the filing of a grievance.
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Final Agency Dedision | The final decision issued by the Agency Head that concludes the

intermnal grievance process.

Grievable lssus

A workplace event or action as defined by MC State statule as
grievable that allows an eligible employee to challenge the al

workplace ewent or action through established grie':ﬂ
procedures for resolution.

Grievant

An applicant, probationary State employee, former probationary
State employee, career State employee or former career State

employes who initiates a grievance.

Hearing

A proceeding overseen by a Hearing Officer or Hearing Panel
that allows a grievant to present information relevant to the nature]
of the grievance and the remedies socught

Hearing Officer

Amn officer appointed by an agency to oversee the proceedings of
a hearing and submit a proposed recommendation for a Final
Agency Decision (FAD).

Hearing Pane|

An agency appointed panel of no less than three members
selected to comduct 3 hearing. The designated panel chair has
the responsibility fo oversee the proceedings of the hearing and
submit a proposed recommendation for a Final Agency Decision.

Impasse

An impasse occurs when mediation does not result in ar
agreement.

Imfarmal Discussion

An informal process for addressing a grievable issue that may
faciitate a resolution prior to the filing of a formal grievance.

Internal Grievance
Process

The process available to anm applicant, probationary State
employese, former probationary Siate employee, career Siate
employee or former career Siate employee to file a formal
grievance based on issues that are defined as grievable by NC
Siate statute.

Internal Grievance
Process Timeframe

The internal grievance process must be completed within 90
calendar days. Time spent im the Informal Discussion and the EEC)
Informal Inguiry is mot included in the 30 calendar day timeframe.
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Mediation The process in which the grevant and the agency respondent
use @ meutral third party(s) to attempi to resoclve a grievance in
muiually acceptable manmer. Responsibility for resolving
grievance rests with the parties.

Mediation Agreement | The writien agreement resulting from the successful resolution of
a grievance reached in mediation. The Mediation Agreement is
legally binding on both parties.

Mediator A meutral third party(s) approved by the Office of State Human
Resources (O5HR) whose role is fo guide the mediation process
faciliate communication, and assist the parfies to generate and
evaluate possible owtcomes for a successful resclution. A
mediator does not act as a judge and does not render decisions.

Probationary State

Employee A State employee who is exempt from the provisions of the Morth
Carolina Human Resources Act only because the employee
not been continuously employed by the State for the time i
required to become a career State employees.

Respondent A designated agency representative who has the awthority to
negotiate an agreement, as appropriate. on behalf of the agency
to resolve a grievance.
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NCDOT Discrimination Grievance Process for Exempt Employees

Thig policy establishes the discrimination, harassment, and retaliation complaint review process for
applicants, employees, or former employees of positions that are exempt from Artide 8 of the North
Carglina Human Resources Act and the State Human Resources Employes Grievance Policy | hereafter
“exempt”], induding Global TransPark Authority, North Carolinag Ports authority, and N.C. Turnpike
Authority positions; NCDOT exempt policy-making positions; and NCDOT exempt managerial positions.

In accordance with state and federal protections, the process for applicants, employees, or former
employees of exempt positions to file a complaint of discrimination, harassment, or retaliation is as
follows. an applicant for exempt State employment, probationary exempt State employes, former
probationary exempt State employes, exempt State employee, or former exempt State employes
alleging unlawful discrimination, harassment or retaliation based on race, religion, color, national origin,
sex, sexual orientation, gender identity, age, genetic information, or disability must file a written
complaint with the NCDOT EED Manager within 15 calendar days of the alleged discriminatory or
retaliatory act that is the basis of the complaint. The complaint must be filed using the EED Informal
complaint Intake Forrn and must be delivered using one of the following methods:
&. Mail - The complaint may ba mailed to NCDOT Office of Civil Rights, EEQYADA Unit, 1511 Mail
Service Center, Raleigh, NC 27595-1511 and must mest the deadline.
B. FT5-—MCDOT employees may use the File Transfer Systermn (https:/fts dot.state nc.ous) to submit
the written complaint form to EEOManager@ncdot.gov.
C. Fax—The complaint may be faxed to (919}-508-1814 and the date of the fax must meset the
deadline.
0. Hand Delivery — The complaint may be hand delivered to the Equal Opportunity & Workforce
Service Office and the date of delivery must meet the deadline.
E. E-Mail - The complaint may be e-mailed to EEOManager@ nodot.gov and the date emailed must
meet the deadline. The sender must enter the word SECURE in the subject line of the email.

If the complaint alleges facts that would constitute unlawful discrimination, harassment or retaliation as
prohibited by law, the complaint will be investigated as part of the EEQ Informal Inguiry. MCDOT has 45
calendar days from receipt of the complaint to investigate and respond to the complainant, unlass the
complainant and MCODOT mutually agree in writing to extend the time not to exceed 15 calendar days.
At the conclusion of the investization, the EEO Manager shall communicate the outcome of the
investigation in writing to the complainant. If there is reasonable cause to believe that unlawful
discrimination, harassment, or retaliation eccurred, management shall take appropriate action to
resolve the matter. If the complaint is successfully resolved, the complainant will sign a letter of
agreement with NCDOT detailing the terms of the resolution. There is no further right of appeal through
thie internal grievance process.

& charge of discrimination may be filed directly with the Equal Employment Opportunity Commission
|EEQC) in addition to or instead of filing through the internal grievance process. Information about filing
an EECC charge and deadlines for filing the charge can be found at:

hittp:/fwoww eecs gzov/employess/charge.cfm or by calling the EECC at 800-669-4000.
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ANMNUAL PLACEMENT GOAL NOTIFICATION

organizational Unit: DMy all
EEQ Category: Paraprofessionals

Pozition Number:

Wit [ Ewck ik Hupne:  Hapos AsaEn AaaEn AL ALSN =] (=]
bl [ ] Nl [ ] Nl [ ] While P While P oty i
(MNote: IFa cellis blank, no gaal has been set bar this category.)
Resources for Targeted Recruitment of Applicants
EEQ Program Specialist Recruitment Specialist
Office of Civil Rights HRE Talent Manzgement
5915.508.1520 915.707 4436
Hiring Manager Date

Flease sign and attach the form to the Hiring Packst. Please contact the EED Section of the
Office of Civil Rights at 919 508_1804 if you have any questions 2bouwt this form or the applicant
selection guidelines wnder Title VIl of the Civil Rights Act of 1264 and ADA. [rev. 1,/2017)
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