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SECTION Il. Program Elements

1. Equal Employment Opportunity Action Plan Certification Statement

This certifies that the attached Equal Employment Opportunity Action Plan represents the
North Carolina Department of Agriculture & Consumer Services’ commitment to provide equal
employment opportunities to all applicants and employees. | attest that the North Carolina
Department of Agriculture & Consumer Services follows the North Carolina Equal Employment
Opportunity Policy along with applicable federal and state laws, including current executive

orders governing equal employment opportunities.

,&/_/

Commissionér Steven W. Troxer, Agency Head

Srev /. TRoxt?

Cj?/aw/,;m‘

Printed Name

| ._‘jl: ."'-rlll l J‘I Il ) ‘ A\ I “ \ \' | .‘L"/
|

Jane Strickland, EEO/AA Officer

Jane Strickland

[fate

02/27/25

Printed Name

Date
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2. Policy Statement
(Attachment 1: Equal Employment Opportunity Policy)

STATEMENT OF NORTH CAROLINA
EQUAL EMPLOYMENT OPPORTUNITY POLICY

A portion of the policy is shown below. The entire policy can be found on the Office of State
Human Resources (OSHR) website at: https://oshr.nc.gov/policies-forms/eeo/equal-
employment-opportunity-policy.

The State of North Carolina recognizes that an effective and efficient government requires the
talents, skills and abilities of all qualified and available individuals, and seeks opportunities to
promote diversity and inclusion at all occupational levels of State government’s workforce
through equal employment opportunity (EEO) workforce planning initiatives. The State is
committed to ensuring the administration and implementation of all human resources policies,
practices and programs are fair and equitable without unlawful discrimination, harassment or
retaliation on the basis of race, religion, color, national origin, ethnicity, sex, pregnancy,
gender identity or expression, sexual orientation, age (40 or older), political affiliation,
National Guard or veteran status, genetic information, or disability. State agencies,
departments and universities shall be accountable for administering all aspects of employment,
including hiring, dismissal, compensation, job assignment, classification, promotion, reduction-
in-force, training, benefits and any other terms and conditions of employment in accordance
with federal and State EEO laws.
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3. NCDA&CS Agency Overview
(Attachment 2: NCDA&CS Organizational Chart)

a. Vision:
To become a globally recognized leader in the Agriculture / Agribusiness industry

b. Mission Statement:

To provide services that promote and improve agriculture, agribusiness, and forests; protect
consumers and business; and conserve farmland and natural resources for the prosperity of
all North Carolinians.

c. Purpose:

The North Carolina Department of Agriculture & Consumer Services’ divisions have
responsibilities in regulatory and service areas covering agronomy; animal health; weights
and measures; gas and oil inspection; crop and livestock statistics; USDA commodity
distribution; state farm operations; food, drug and cosmetic testing for purity; agricultural
marketing and promotion; agricultural marketing grading; international agricultural crop
and livestock marketing; operation of the North Carolina State Fair and North Carolina
Mountain State Fair; operation of four state farmers’ markets; research station operations;
seed and fertilizer inspection; nursery and plant pest eradication activities; regulation of the
structural pest control industry; agricultural environmental issues; soil and water
conservation; forest management and protection; state and federal agricultural legislation;
and agricultural economic analysis.
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4. Agency Achievements and Best Practices

NCDA&CS continues to focus on ensuring that all terms and conditions of employment are fair
and accessible and that employment decisions are made without regard to race, religion, color,
national origin, ethnicity, sex, pregnancy, gender identity or expression, sexual orientation, age,
political affiliation, National Guard or veteran status, genetic information, or disability. In
support of this mission, standardized procedures, as detailed in this plan, are consistently
administered in the following areas: recruitment and selection, compensation, benefits,
onboarding, training, performance management, discipline, and grievance.

NCDA&CS is staffed with two Employee Relations/EEO positions. The HR Consultant Ill serves
as manager of the programs and as the Agency EEO Officer. The HR Consultant Il serves as
primary consultant on employee relations matters and plays a supportive role in the Agency’s
EEO programming. The Employee Relations and EEO team is dedicated to developing and
implementing a stronger, improved, and more welcoming workplace, as demonstrated by the
following:

e NCDAR&CS is in the fifth year of a fully implemented systematic EEO review of all
NCDA&CS hiring decisions. Additionally, enhancements have been made to our review
process to further support the NCDA&CS’ commitment to equal employment, which
includes a more comprehensive review of hiring packages. During 2024, managers and
supervisors received additional information on the review process and best practices to
use throughout the hiring process. A more in-depth training will be provided to
managers and supervisors during 2025.

e All division leaders are involved in the annual planning process and have the
opportunity to provide input. EEO planning discussions are held as necessary to assist
management in establishing agency EEO goals and to promote a successful program in
collaboration with agency leaders.

e EEO information, events and associated activity is regularly disseminated using Agency-
wide email.

e The EEO team, in collaboration with the Recruitment, Learning & Performance, and
Safety teams, created a database of approved competency-based interview questions
for managers to utilize. The database was launched in May 2023, was updated January
2025, and is maintained by ER/EEO teammates.

The agency remains committed to a well-trained workforce. The ER/EEO team collaborates
with the Learning & Performance team as needed to ensure success. The current ER/EEO
consultant became a certified Equal Employment Opportunity and Diversity Fundamentals
(EEODF) facilitator during 2024; she is an experienced training professional with extensive
knowledge of EEODF by serving as a facilitator’s assistant for this program. Our goal is to ensure
that all managers are fully engaged and educated in EEODF. Additionally, since the EEODF
training was revised and launched January 2024, we are encouraging managers who have not
taken the training within the last 5 years to consider taking the training again.

All new employees receive an Equal Employment Opportunity Policy overview during New
Employee Orientation. All employees receive the NCDA&CS Unlawful Workplace Harassment
training as an annual refresher. Prior to the launch of refresher training, Learning &
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Performance staff researches available courses and collaborates with Employee Relations/EEO
and Safety staff to select training that aligns with the department’s commitment to a workplace
that values and respects all employees. Unlawful Workplace Harassment training is on the
department’s list of required training for all employees. The Agency is committed to prevention
strategies and continues to require employees to complete training annually.

The NCDA&CS’ homegrown workforce development program, Cultivate Your Strengths, which is
designed to increase awareness of differences, fairness, and acceptance, is grounded in
comprehensive, research-based programming. This program provides strategies to
demonstrate the following “meets expectations” and “exceeds expectations” descriptions
within the EEO value:
o Effectively works with people of different experiences, styles, backgrounds, and
perspectives to get results;
e Considers and respects different opinions, personalities, experiences, and work styles;
e Thrives within the context of differences in teams; capitalizes on uniqueness to find
creative solutions;
e Actively seeks to include people in a meaningful way to encourage a sense of belonging
and to be their authentic selves; and
e Helps promote the importance of considering and valuing different personalities,
experiences, and work styles.

In August 2023, the Cultivate Your Strengths Program was transitioned from Learning &
Performance to the Employee Relations/EEO office for administration. Our current ER/EEO
Consultant is a Gallup® Certified Strengths Coach, and lead facilitator for Cultivate Your
Strengths. She has been successful in promoting the program to Division/section heads and
continues to manage the program within the department. Program participants frequently
recommend Cultivate Your Strengths to others. As a result, interest in the program continues to
grow both inside and outside the NCDA&CS organization.

In 2024, the NCDA&CS Western North Carolina Agricultural Center selected Cultivate Your
Strengths to support teambuilding within their management team. The six participants actively
engaged throughout their three-day workshop. Additionally, based on a recommendation from
a OSHR State Learning & Development Consultant, the Historically Black Colleges and
Universities (HBCU) Outreach division within the North Carolina Department of Transportation
(NCDOT) requested Cultivate Your Strengths as a professional development tool within their
internship/fellowship program. As described on the HBCU Outreach program website, their goal
is to “...provide opportunities and paths for HBCU and Minority Serving Institutions (MSls) and
prepare HBCU/MSI students and alumni for careers in the transportation sector.”
(https://www.ncdot.gov/about-us/board-offices/offices/hbcu/Pages/initiatives-programs.aspx).
Subsequently, the ER/EEO Consultant developed and delivered a Cultivate Your Strengths
workshop specific to their program. Approximately 40 individuals, consisting of both
fellowship/internship participants and HBCU Outreach staff, completed a four-hour session in
May 2024. As the workshop concluded, several participants verbally acknowledged the
workshop’s effectiveness. The HBCU Director also acknowledged her appreciation of the
workshop, stating, “It was valuable information. We enjoyed that it was interactive providing
time to get up and speak with each other”.
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All Cultivate Your Strengths program graduates are offered individualized coaching with the
ER/EEO Consultant, which supports the program’s primary goal of valuing each other’s
strengths and leveraging them practically in team settings. Several graduates have elected this
option, and all report Cultivate Your Strengths as an effective means for resolving conflict and
fostering an inclusive work environment.

The Farmland Preservation Division submitted a competitive grant to the U.S. Department of
Agriculture for a Regional Conservation Partnership Program for additional funding for
agricultural conservation easements in the Lumber River Basin. This is an area with large
minority populations. The department was awarded $12.5 M through this grant. The proposal
will advance fairness, justice, and equal opportunity through the NCDA&CS application ranking,
which awards additional points for landowners with a qualifying CCC-860 for limited resource,
veteran, or socially disadvantaged farmers. A project partner, The Black Family Land Trust
(BFLT), will work to identify historically underserved producers within the targeted area. BFLT
works with minority farming communities to bring this demographic to the conservation
easement table. Additionally, this project will consult with The Land Loss Prevention Project to
work with socially disadvantaged farmers on issues such as heirs' property and other estate
planning opportunities that are of importance in historically underserved communities.

The agency continues to use the NCDA&CS intranet/internet pages and Agency-wide email to
promote EEO awareness and are committed to growing presence and awareness of EEO
requirements and benefits of EEO initiatives throughout the Agency.

5. Assignment of Responsibility & Accountability

COMMISSIONER OF AGRICULTURE

The Commissioner has the ultimate responsibility for ensuring the EEO Policy and programs
specific to their organization are fully developed and successfully implemented. The
Commissioner is further charged with the responsibility for ensuring that all employment
practices and all aspects of the employment function within their organization are
implemented in a manner which is equal for all applicants and employees.

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

2. Designate an EEO Officer who has access to the agency head to be responsible for
the operation and implementation of the EEO Program.

3. Ensure each manager and supervisor has, as part of their performance plan, the
responsibility to comply with EEO laws and policies, and assist in achieving EEO
goals established by the Agency.

4. Ensure the Agency commitment to EEO is clearly communicated to all employees,
applicants and the general public.

5. Provide the necessary resources to ensure the successful implementation of the
EEO Program.

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

7. Take measures to ensure the work environment is consistent with the intent of the
EEO policy and supports equal employment.
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MANAGERS AND SUPERVISORS
Every manager and supervisor are responsible for implementing the specific elements of the
EEO Plan, which are designed to eliminate barriers to equal employment opportunity which
cause underutilization.
1. Assist in the development and implementation of the EEO Plan and Program and
establish program objectives.
2. Maintain a varied 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.

EEO COMMITTEE

The EEO Committee is vital to the success and acceptance of the Agency/University

EEO Program. This group has the potential to influence top management in decisions

relating to the use of human resources within the organization. An effective EEO

Committee is composed of both managers and employees, with agency-wide

representation. The EEO Committee should reflect the various demographic groups

and occupational categories of the organization to ensure the committee’s sensitivity
to all EEO issues.
1. Serve as a communication link between managers and employees and the EEO
staff on aspects of the EEO Plan and Program.
2. Review and evaluate the equal employment opportunity plan and program.

Review workforce representation data in each occupational category.

4. Survey the organizational climate and employee attitudes and evaluate the
resultant data.

5. 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.

6. Identify recruitment resources and other activities designed to strengthen the
EEO Program; and

7. Best practice is that the EEO Committee meet quarterly, but it is important that
the group remain engaged and active if meetings are less frequent.

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

w

The EEO Office resumed committee meetings in 2024. These meetings were held via
MS Teams as members are located statewide. This year, the Committee accomplished
several activities designed to strengthen the EEO Program. Specifically, the Research
Stations Division’s holiday potluck events invited participants to provide dishes
representing their backgrounds and/or heritage. In addition, the Agronomic Division
hosted a “foods from around the world” event. These initiatives were implemented
based on previous suggestions from the EEO Office to recognize the unique
backgrounds, cultures, and experiences of our workforce.
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As they go about their daily work, EEO Committee members frequently cultivate
awareness of the benefits of EEO programs throughout the Agency. A notable example
is a Committee member’s recognition as the June 2024 NCDA&CS Employee of the
Month. This member took initiative to create and facilitate weekly meetings designed
to improve teamwork and foster a sense of belonging. Meetings were optional and
held during breaks; however, word spread quickly, and additional participants joined
the “regulars”. Participants reported an overall improvement in the spirit of the work
environment. For his intentional demonstration of the EEO value, the Committee
member was recognized at a ceremony hosted by the Commissioner of Agriculture.

The EEO Office is committed to providing Committee members with educational
opportunities which support the agency’s DEl value. To that end, the fourth quarter
2024 meeting featured a guest speaker from NC DHHS'’s Division of Employment and
Independence for People with Disabilities (EIPD), who provided an interactive session
on disability awareness. Based on positive feedback from the Committee, the EEO
Office will continue to provide access to EIPD resources throughout 2025. Committee
meetings will be held on a quarterly basis via MS Teams.

The EEO Committee consists of eight (8) employees from various areas throughout
the department.

EEO OFFICER
The EEO Officer is appointed by the Commissioner and has direct access to the Commissioner
to discuss EEO related issues. The EEO Officer is ultimately responsible for ensuring the
development and implementation of the agency’s EEO Plan and Program.
1. Interpret and apply Federal laws, state statutes, policy regulations and guidelines related
to discrimination in employment and equal opportunity.
2. Ensure the EEO Plan is submitted by March 1 annually in accordance with the EEO
Instruction and Format Guide as specified by the Office of State Human Resources.
3. Ensure hiring recommendations are reviewed for compliance with EEO program
objectives prior to the final agency hiring decision.
4. Ensure all employees are made aware of the EEO Policy including the Annual EEO plan,
EEO Policy, Reasonable Accommodation Policy, and Unlawful Workplace Harassment
Policy and develop strategies to prevent unlawful workplace harassment and retaliation
in the workplace.
5. Maintain and analyze data on workforce utilization and employment practices, including
records of all complaints and grievances alleging discriminatory practices.
6. Advise management of the EEO program’s impact and effectiveness on workforce
demographics at all occupational levels.
7. Provide or coordinate EEO training for management and employees.
8. Provide confidential consultation for management and employees in matters involving
EEO concerns.
9. Ensure federal laws prohibiting job discrimination are posted in work locations where
notices to applicants and employees are customarily posted and easily accessible to
applicants and employees with disabilities.
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10.

11.
12.

13.

Establish and maintain effective working relationships with groups concerned with EEO
concerned with EEO.

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.

6. Dissemination of the EEO/AA Policy and Plan

a. INTERNAL DISSEMINATION:

1.

2.

All employees have access to a hard or electronic copy (via the intranet) of the
NCDA&CS EEO Plan.

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

. The EEO policy statement is posted on bulletin boards in common areas and other areas

where employees and/or the public may congregate.

EEO information, events and associated activity is regularly disseminated using Agency-
wide email.

Newsletters and other in-house publications are used to communicate information
about the EEO plan, program, and policy on a regular basis; and

Input is solicited from all employees on the agency EEO plan, policy, and program
through Division Directors and Division HR Representatives.

b. EXTERNAL DISSEMINATION:

1.

Provide a copy of the EEO policy to each resource, subcontractor, vendor and/or
supplier (as required by relevant rules and regulations governing Human Resources;
Contracts and Grants; and Purchasing).

Post the EEO Plan on the NCDA&CS external website;

Provide a copy of the agency/university vacancy list, job announcements and any other
pertinent material to the appropriate recruitment resource(s); and

Maintain regular and routine contact with recruitment resources.

7. Program Activities

a. Recruitment
Attract a varied pool of applicants to each occupational category, including veterans and
persons with disabilities (Attachment 3: NCDA&CS Merit Based Recruitment Plan)

In April 2019, Executive Order #93 was issued by Governor Roy Cooper. This Executive Order
prohibits state agencies from requesting salary history from applicants or relying on previously
obtained prior salary information in determining applicant’s salary. NCDA&CS has adopted the
provisions of EO #93. HR staff have been trained in the new salary administration
requirements. Discussion in agency-wide staff meetings with executive and division
management have been led by HR management and disseminated throughout the organization
through various communications channels.
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The Human Resources - EEO section reviews trends and data to monitor the impact of policies
in all phases of employment, beginning with recruitment. Based on information from
management regarding professional organizations, colleges and universities, and other
organizations, NCDA&CS Human Resources’ Employment, Classification and Compensation
Section will work with division management and the NCDA&CS EEO Officer to establish
procedures to distribute job postings to various organizations, including colleges and
universities and professional organizations that represent veterans, minorities, and people with
disabilities. Management, with the assistance of NCDA&CS Human Resources, Classification
and Compensation and EEO Sections, will establish relationships with schools, colleges,
universities and professional organizations who offer distinct programming, including career
and job fairs focused on veteran, disabled and minority graduates and other individuals who
may be interested in employment in the various occupational groups utilized within the
NCDA&CS divisions.

The Human Resources — EEO section encourages managers to work with recruitment to review
and revise job descriptions and postings to attract a varied pool of well qualified applicants.

b. Selection

Follow the State's recruitment and selection guidelines, ensuring that all steps in the selection
process are non-discriminatory and job-related. (Attachment 3: NCDA&CS Merit Based
Recruitment Plan)

The NCDA&CS'’s EEO Plan includes a selection process with the following objectives:

e Ensure that job analyses are conducted to establish job-related qualifications
statements, selection criteria, training needs, and career ladders or to initiate any
other selection procedure. The EEO team maintains a database of approved
competency-based interview questions for managers to utilize.

e Cooperate with the OSHR or other trained resources as needed on the review and
validation of written tests, interviews, or other selection criteria.

e Establish training for employees who interview applicants for employment in proper
interviewing techniques and on requirements of Merit Based Hiring.

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 processes,
Determining reasons for the rejection of qualified applicants from underutilized
groups in areas where program objectives have been set or underrepresentation
exists and monitoring the employment of individuals to ensure that assignment of
work and workplace is non-discriminatory. These reasons are identified through EEOQ
review of hiring packages. EEO consultants request additional documentation if
needed and inform management of trends that require further evaluation.

c. Onboarding
Provide the same level of orientation to all new employees, to ensure their understanding of the
agency’s organizational structure and their role.
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NCDA&CS Human Resources administers a structured, uniform orientation program to all new
employees. The following topics are presented at orientation and/or included in online
modules to all new employees: the State of NC benefits package and NCDA&CS optional
benefits, including benefits plan details and enrollment procedures; navigation of the
Integrated HR-Payroll System, including time entry, Learning Management System, and NCVIP
Performance Management System; NCDA&CS Safety; Training; overall organizational structure
of NCDA&CS and the mission, vision and purpose of NCDA&CS, and workplace policies,
including NCVIP Performance Management Policy, NCDA&CS Time & Attendance Policy,
Acceptable Use Policy (Computer Use, Email, confidentiality of information contained in
information systems, IT Security Training), Equal Employment Opportunity, Unlawful Workplace
Harassment, Workplace Violence Policy, Disciplinary Action Policy, Employee Grievance Policy,
Public Records Overview, Use of State Property Overview, and the NCDA&CS Drug Free
Workplace, Controlled Substance and Alcohol Testing Policy. The NCDA&CS Human Resources
Onboarding and Orientation Review Team (OORT) looks at feedback received from new
employee participants and continues to support agency initiatives in this area, submitting
improvements to onboarding and orientation processes for management approval and
developing appropriate training offerings. The agency quickly shifted to a virtual orientation in
2020 due to the pandemic and we continue to provide new employee orientation in this
format, which has proven to provide increased accessibility. OORT continues to focus on further
enhancing employee satisfaction and success. The OORT is considering implementing quarterly
regional in-person orientation to engage with employees to build positive relationships with HR
staff.

d. Promotion
Enhance upward mobility and fully utilize the skills of the existing workforce in a non-
discriminatory manner.

The EEO program impacts not only recruitment, selection, and hiring but also providing
promotion and the upward mobility of underutilized groups. It is equally unlawful to fail to
provide an equal opportunity for upward mobility to all employees as to fail to offer an equal
opportunity for employment. All NCDA&CS employees are informed of all employment
opportunities, including promotional/upward mobility by e-mail which is distributed to all
employees.

When promotional opportunities exist in occupational categories where there is established
underrepresentation of minorities, women, and persons with disabilities, and the selection
decision will be made from among applicants in the existing state workforce, hiring authorities
shall consider and support these EEO needs.

In addition, promotional priority consideration shall be provided 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.
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Review of hiring decisions by the EEO team ensures that the selection process in occupational
categories where there is underrepresentation reflects established program objectives.
Through EEO review of hiring packages, the selection and appointment process, reasons for the
rejection of qualified applicants from underutilized groups in areas where program objectives
have been set, or underrepresentation exists shall be noted. This same procedure applies to
promotional selection. One of the goals of implementing a more comprehensive review is to
further our commitment to giving life to our annual EEO Plan.

e. Training
Enhance employee development and advancement opportunities to be demographically
inclusive at all levels. (Attachment 4: NCDA&CS Mandatory and Recommended Training)

The NCDA&CS Human Resources Learning & Performance section administers training without
bias by assigning and regularly monitoring training records of all NCDA&CS employees, and by
giving thoughtful consideration to creating a more welcoming workplace when selecting and
developing training and related tools. The team ensures that required training assignments are
made and completed in a consistent and timely manner and works closely with NCDA&CS
Division Management to identify training needs, resources and potential obstacles to training,
and works with management to remove obstacles and resolve any issues that would hinder
employee development. All NCDA&CS employees are required to complete NCDA&CS Unlawful
Workplace Harassment Prevention training online annually.

AGR Cultivate the Leader in You: Recruitment & Selection Training, continues to be a
requirement for all NCDA&CS staff engaged in the hiring process, including those hired into
manager/supervisor position. The curriculum includes the NCDA&CS Standard Operating
Procedure for Hiring, along with the following online modules:

Are Your Job Postings Excluding Great Candidates?

Eliminate Discrimination in Recruitment

Inclusive Recruitment Includes Managers

Write Behavior-Based Interview Questions

Ask Relevant Questions to Potential Candidates

This curriculum is a preliminary training that was implemented while a more comprehensive
recruitment and selection training is being developed by the Learning and Performance team in
collaboration with the Recruitment team. This training will provide hiring managers and
supervisors education and information regarding administering the EEO plan in the selection
process. Part of the more comprehensive review of hiring packages includes training for
supervisors and managers to educate them on all aspects of EEO as related to the hiring and
selection process to include: the legal basis for EEO; interpreting and applying EEO policies and
guidelines; and providing guidelines for valid and legal selections procedures.

As previously mentioned, Cultivate Your Strengths provides strategies to demonstrate the
following “meets expectations” and “exceeds expectations” descriptions within the EEO value.

f. Compensation and Benefits
Ensure that all employees receive compensation and benefits without discrimination by
analyzing practices to determine patterns and trends.
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A structured, uniform procedure has been implemented by NCDA&CS Human Resources,
Classification and Compensation Section, to ensure fairness and impartiality in the
administration of compensation. Criteria given consideration for salary recommendations
includes related education, training, and experience (paid and volunteer). In addition, salaries
of current employees performing similar duties and responsibilities are considered. Also, the
NCDA&CS Human Resources Benefits Section ensures that State of NC and NCDA&CS benefits
are equally available without discrimination, which includes leave policies, retirement plans,
insurance programs, and other terms and conditions of employment.

g. Performance Management

Hold managers and supervisors accountable for the progress of the agency's EEO program by
including it as an expectation on their annual workplans and performance evaluations. Ensure
performance management system, including employee performance standards, are free from
bias.

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.
NCDA&CS Human Resources administers the performance management process in accordance
with the performance policy approved by the State Human Resources Commission and in
accordance with the State EEO Policy. 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, including monitoring employee’s ratings to identify trends and
patterns. This is accomplished by an annual NCVIP audit performed by ER/EEO and Learning &
Performance teammates.
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h. Transfers and Separations Including Reduction-In-Force
Identify trends and measure impact on underutilized groups.

The NCDA&CS Human Resources 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 information by utilizing post transfer or separation questionnaires. The ER
Manager/EEO Officer conducts an analysis of the information collected and shares with
executive management through the HR Director for workforce planning purposes and to alert
them of any conditions that need attention.

i. Disciplinary
Provide equitable treatment for all employees in accordance with the Employee Disciplinary,
Appeal and Grievance policy. (Attachment 5: Disciplinary Action Policy)

It is the intent of the NCDA&CS to comply with the policies of the State Human Resources
Commission. To this end, disciplinary action is administered in accordance with the Disciplinary
Action Policy, in the State Human Resources Manual, which reads:

“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 a reasonable, consistent, and effective manner.

The procedures in this policy provide for progressive discipline to address issues involving
unsatisfactory job performance for employees to be given notice of deficiencies 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.

There are two bases for the discipline or dismissal of employees under the statutory
standard for “just cause” as set out in NCGS 126-35. These two bases are:

1. Discipline or dismissal imposed on the basis of unsatisfactory job performance
including grossly inefficient job performance; and
2. Discipline or dismissal imposed on the basis of unacceptable personal conduct.

The categories are not mutually exclusive, as certain actions by employees may fall into
more than one category, depending upon the facts of each case. No disciplinary action
shall be invalid solely because the disciplinary action is labeled incorrectly.”
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A structured, uniform procedure has been implemented by NCDA&CS Human Resources, and
the policy and procedures are administered by the NCDA&CS Employee Relations / EEO
Manager and Consultant, to ensure fairness, consistency, and impartiality in the administration
of disciplinary action.

Employees are notified of all changes to the Disciplinary Action Policy at least 30 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. An overview of the policy is also presented during new employee orientation.

Monitoring of Disciplinary Actions: NCDA&CS Human Resources Employee Relations Section
will monitor disciplinary actions Department-wide to ensure fairness and consistency in the
issuance of disciplinary actions. The office will conduct in-depth analysis of disciplinary actions
issued disproportionately to members of protected classes compared to their workforce
representation in the Department. Analysis of the results will provide opportunities to develop
strategies for reducing any adverse impact found. A quarterly Disciplinary Actions Monitoring
Report will be distributed to Department business units as needed. It will include 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 gender/ethnic group’s workforce representation by more
than 2 percentage points within the Department or the business unit.

j. Grievance
Ensure fair and equitable review of complaints in accordance with the State Employee Grievance
policy. (Attachment 6: Employee Grievance Policy)

It is the intent of the NCDA&CS to comply with the policies of the State Human Resources
Commission. To this end, NCDA&CS provides a written procedure for completing an employee
grievance. This procedure provides the steps of communication between supervisors and
employees and uniformity in processing a grievance or appeal, and is administered in
accordance with the Discipline/Appeals/Grievance Policy, in the State Human Resources
Manual, which reads:

“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.
Each agency shall adopt the Employee Grievance Policy as approved by the State Human
Resources Commission. Agencies may supplement this policy by developing additional
internal procedures beyond the informal discussion process for issues that may only be
grieved at the agency level.”

A structured, uniform procedure has been implemented by NCDA&CS Human Resources and is
administered by the NCDA&CS Employee Relations / EEO Manager and Consultant, to ensure
fairness and impartiality in the administration of the grievance procedures.

8. Equal Employment Opportunity and Diversity Fundamentals (EEODF)
Enroll managers and supervisors in the Equal Employment Opportunity and Diversity
Fundamentals (EEODF) within one year of their appointment.
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Training for managers and supervisors is critical to the success of NCDA&CS’s EEQ program.
Managers and supervisors implement EEO goals through their employment decisions (selection
for hiring and promotion, training, reallocation, demotion, and transfer). They must be trained
on the effective fulfillment of their EEO responsibilities. The elements of this training program
include:

e Definition of equal employment opportunity.

e Legal basis for EEO.

e Interpreting and applying EEO policies and guidelines.

e Guidelines for valid and legal selection procedures.

e Identifying and eliminating artificial barriers that can lead to discrimination.

e Implementing EEO Plan and program; and

e Managing differences in the workforce.

In accordance with N.C.G.S. §126-16.1, NCDA&CS is required to enroll supervisors and
managers in EEO and Diversity Fundamentals (EEODF, formerly the Equal Employment
Opportunity Institute - EEOI) or other approved equivalent course. EEO and Diversity
Fundamentals is intended to provide managers and supervisors with practical training to assist
them in becoming more effective managers and supervisors of an increasingly varied
workforce. Managers and supervisors hired, promoted, or appointed shall enroll in this course
within one year of their appointment. The NC Office of State Human Resources, via the LMS
system, dynamically assigns EEODF training to all NCDA&CS managers and supervisors. This
training is to be completed within one year of their first appointment to a supervisory position.
The NCDA&CS ER/EEO Office regularly monitors training records and tracks completion to
ensure that EEODF assignments are completed in a timely manner. All EEO committee
members complete EEODF training and the training is made available by request to those who
participate in the Certified Public Manager Program or in their assigned role may assist or
support managers in any duties applicable to EEO policy, rules, or procedures. Additionally,
those completing the EEODF training are encouraged to complete the “EEODF Refresher”
training every 5 years. The refresher is a condensed version, consisting of self-paced LMS
modules only, rather than the required classroom session and final exam components found in
the full EEODF curriculum.

To bridge the gap created when the Agency’s only EEODF Certified Facilitator retired in
December 2022, the Employee Relations/EEO Consultant completed EEODF Facilitator
certification in 2024. In support of the Agency’s efforts to comply with N.C.G.S. §126-16.1, the
ER/EEO Consultant is expected to conduct quarterly or as needed EEODF classes for NCDA&CS
managers. This expectation is outlined within her current NCVIP Performance Management
plan and position description.

9. Employment First and Reasonable Accommodation

(Attachment 7: Reasonable Accommodation Policy)

In March 2019, Governor Roy Cooper signed Executive Order (EO) #92 (Employment First for
North Carolinians with Disabilities) and NCDA&CS adopted provisions of the Executive Order.
NCDA&CS complies with federal and state laws governing reasonable accommodation (ADA,
ADAA, Title VIl of the Civil rights Act as amended, EO #92, the Pregnancy Discrimination Act of
1978, EO #82, and the State of NC Reasonable Accommodation Policy).
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The NCDA&CS Reasonable Accommodation Procedure provides a uniform written procedure
for processing a request for accommodation in accordance with the Reasonable
Accommodation Policy found in the State Human Resources Manual. This procedure provides
the steps of communication between supervisors, employees and Human Resources, and
uniformity in processing an accommodation request, ensuring that requests are addressed
timely, fairly, and consistently. The NCDA&CS will encourage employees to complete the
Voluntary Self-ldentification of Disability form in the Integrated HR/Payroll System.

On June 27, 2023, a new federal law, The Pregnant Workers Fairness Act (PWFA), came into
effect. This law requires covered employers to provide “reasonable accommodations” to a
worker’s known limitations related to pregnancy, childbirth, or related medical conditions,
unless the accommodations will cause the employer an “undue hardship.” Since its inception,
the ER/EEO office has incorporated this law into our internal procedures and has engaged in the
interactive process for two (2) eligible employees.

10. Program Evaluation, Reporting & Monitoring

The EEO Officer and/or designee will conduct an evaluation on an annual basis using the
categories listed under workforce analysis. Division Directors will ensure they provide the EEO
Officer and/or designee, the appropriate information in a timely fashion. The EEO Officer
and/or designee will then analyze the information and provide a report to the Commissioner,
Chief Deputy Commissioner, Human Resources Director, and a Division specific report to the
Division Directors. The report will include areas where they need improvement according to
the principles set forth by the EEO federal laws, state laws, state policies and departmental
policies.

The EEO Officer and/or designee are tasked with monitoring the EEO Plan on a continual basis
through regular departmental analysis. If any disparities are found, the EEO Officer will
immediately report their findings to the Human Resources Director, Chief Deputy
Commissioner and Commissioner. Data is collected in exit interview surveys and regularly
analyzed and shared with senior management. A process for reviewing hiring and promotion
practices to ensure decisions are based on job-related abilities using a standardized process has
been implemented.

To evaluate the progress of the Department in implementing its plan, the Human Resources
Director will be responsible for regularly compiling statistics on new hires, promotions, and
educational opportunities. These reports will be reviewed quarterly by the EEO Officer and/or
designee, who will make recommendations to the Human Resources Director, Chief Deputy
Commissioner, and Commissioner so that remedial action may be taken as needed. The EEO
Officer and/or designee will use the following data sources to generate necessary reports by
race, sex, age, and disability status, when available:
e NEOGOV applicant tracking data
e BOBIJ transactional reports for compensation, hiring, separations, promotions,
disciplinary action, grievances, performance evaluation ratings, and other employee
actions
e NCVIP data for performance evaluation ratings
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e Internal tracking reports such as selection/decision log, adverse impact analysis or other
related information.

11. Harassment Prevention and Strategies

(Attachment 8: Unlawful Workplace Harassment Policy)

It is the intent of the NCDA&CS to comply with the policies of the State Human Resources
Commission. To this end, the NCDA&CS Unlawful Workplace Harassment Procedure is
administered in accordance with the Unlawful Workplace Harassment Policy in the State
Human Resources Manual, which reads:

“All employees have the right to work in an environment free from discrimination and
harassing conduct. No State employee shall engage in conduct that falls under the
definition of unlawful workplace harassment, including sexual harassment
discrimination, or retaliation, and no employment decisions shall be made on the basis of
race, religion, color, national origin, ethnicity, sex, pregnancy, gender identity or
expression, sexual orientation, age (40 or older), political affiliation, National Guard or
veteran status, genetic information or disability.”

The policy establishes a grievance process, in accordance with the Employee Grievance Policy in
the State Human Resources Manual and detailed in the NCDA&CS Unlawful Workplace
Harassment Procedure. The Unlawful Workplace Harassment Policy and the Employee
Grievance Policy are referenced during new employee orientation. During orientation, new
employees are advised that the NCDA&CS has a zero tolerance for Unlawful Workplace
Harassment and employees are required to report such behavior to the ER/EEO office.
Prevention strategies are included in NCDA&CS Unlawful Workplace Harassment Procedures:

e Post the State of North Carolina and the NCDA&CS EEO Policy Statements on the
NCDA&CS Intranet.

e Require all employees, no matter their status, to complete annual online Unlawful
Workplace Harassment training.

e Managers should ensure that their employee(s) complete the training annually to
guarantee their personnel are continually refreshed on workplace harassment and their
rights. Managers should reinforce the Unlawful Workplace Harassment policy
throughout the year during meetings and whenever appropriate. Work areas that show
a need for training may be mandated by management to complete instructor-led
training.

e Require all new employees to attend orientation and complete the orientation
curriculum in the LMS where they are introduced to the policy and prevention plan and
sign an acknowledgement form.

12. Reduction-In-Force

(Attachment 9: Reduction-In-Force Policy)

In accordance with the Reduction in Force policy found in the State Human Resources Manual,
the NCDA&CS 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. NCDA&CS complies with the State Human Resources Reduction in Force policy.
Retention of employees in classes affected shall be based on systematic consideration of all the
following factors: type of appointment, needs of the agency to deliver services, relative
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efficiency, length of service and actual or potential adverse impact on the workforce.
Employees who are temporary, probationary or trainee (in their initial six months of training)
shall not be retained in classes where employees with a permanent appointment (those who
have satisfactorily completed a probationary or equivalent trial period) must be separated in
the same or related class. In any case, an employee may not be separated due in any part to
their membership in a protected class. Protected classes include the following: 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.

An employee may appeal the separation through reduction if it is alleged that the separation is
in retaliation for the employee’s opposition to alleged discrimination against the employee on
account of the employee’s 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. Employees may appeal in
accordance with the State of N.C. Grievance Policy. Pursuant to the State Human Resources
Manual, employees with career status (as defined by GS 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.

The EEO Officer through the Human Resources Director and/or designee will monitor the
potential adverse impact of the proposed reduction list submitted by the Division Director and
discuss with the Division Director the potential adverse impact emphasizing effects the
reduction will have on the workforce.

13. Pregnancy Workplace Adjustments (EO82)

After its release in December 2018, Executive Order 82 was disseminated to the Agency
through Division HR Representatives who were instructed to post in common areas
where employees and/or the public may congregate. The Agency has been committed
to upholding the Pregnancy Discrimination Act of 1978, which prohibits unfavorable
treatment of a covered individual because of pregnancy, childbirth, or a medical
condition related to pregnancy or childbirth, and will continue to extend workplace
protections and modifications to pregnant, Agency employees upon request. In
addition, Agency Reasonable Accommodation procedures will be utilized to implement
additional workplace adjustments that will further promote physical and mental health
of pregnant workers.

A state-of-the-art mother’s room or nursing room has been established at the newest
NCDA&CS facility, the Steve Troxler Agricultural Sciences Center. NCDA&CS EEO officer
and Division HR Representatives continue to have discussions as needed to ensure
rooms are established according to the requirements of the executive order.

Education initiatives to inform employees of this Executive Order include:
e Inclusion of requirement in new employee orientation
e Email and other communications to employees
e Discussion of requirements at staff meetings
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14. Prohibiting the Use of Salary History (EO93)

In April 2019, Executive Order #93 (Prohibiting the Use of Salary History in the State
Hiring Process) was issued by Governor Roy Cooper. This Executive Order prohibited
state agencies from requesting salary history from applicants or relying on previously
obtained prior salary information in determining an applicant’s salary. OSHR was
required to remove the employment history fields from the state application. This
Order specifically required that state agencies collect and compile information
regarding their efforts to educate relevant staff about this EO and provide this
information to OSHR in their annual EEO Plan.

Since that time, NCDA&CS has ensured that all HR staff have been trained in the new
salary administration requirements. In addition, the requirement has been discussed in
agency-wide staff meetings with executive and division management led by HR
management and disseminated throughout the organization through various
communications channels, including revisions to all related internal procedures.

SECTION Ill. Data Elements
(Attachments 10-18 used for analysis in the Data Elements Section)

a. Recognizing the Value of Experience in State Government Hiring (EO278)

Effective June 1, 2023, EO278 (Recognizing the Value of Experience in State Government Hiring,
was issued by Governor Roy Cooper. This Executive Order directs the NC Office of State Human
Resources (OSHR) to create processes to identify job classifications that do not require
academic degrees and train agency human resources (HR) personnel on how to properly screen
applications to broaden access to career opportunities in state government. This Executive
Order will help agencies address ongoing challenges in recruiting and retaining the skilled
workforce essential to ensuring North Carolinians have safe, effective and efficient government
programs and services. It will also help agencies continue active recruitment of qualified
candidates who can apply directly related knowledge and skills from prior jobs and experiences
to positions across the state. This Order specifically required that state agencies add the
following language to all job postings: “equivalent combination of education and experience. If
that language appears below, then you may qualify through EITHER years of education OR years
of directly related experience, OR a combination of both.”

Since that time, NCDA&CS has ensured that all HR staff have been trained and understand how
directly related experience may be counted toward meeting minimum qualifications.

b. Workforce Availability

NCDA&CS determines workforce availability in equal employment opportunity planning by
using the Labor Force Analysis method. The first step to conducting a labor force analysis is to
identify the Standard Occupational Classification (SOC) categories in which underutilization
exists. The Office of State Human Resources (OSHR), through the Integrated HR/Payroll System,
provides data on the distribution of workers in each agency workforce. The Business Objects
(BOBJ) BO170 report automatically calculates utilization rates using census data. In addition,
another report (B0029) is used in identifying the specific State job classifications in the agency
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workforce that are included in each SOC category. The BOBJ reports are the required source
data for the labor force analysis.

B0170 identifies the number and percent of minority/ethnic groups and female incumbents
NCDA&CS has in each SOC Category and Subcategory, as well as the number and percent
expected based on the labor force, which is determine using census data. A comparative
analysis of this information determines whether underrepresentation of one or more employee
groups exist. If underrepresentation does exist, numerical goals, program objectives, and action
plans are developed to address underrepresentation. Underrepresentation is said to exist when
the percentage of employees in a sex and race/ethnic group for a given state EEO category is
less than the percent of that sex and race/ethnic group of working age in the labor force for
that category. For the purposes of the workforce availability analysis, the following
race/ethnicity categories are used with each racial group presented by both Male and Female:

1. White (Non-Hispanic or Latino) — All persons having origins in any of the original
peoples of Europe, North Africa, or the Middle East.

2. Black or African American (Non-Hispanic or Latino) - A person having origins in any
of the black racial groups of Africa.

3. *Hispanic or Latino - A person of Cuban, Mexican, Puerto Rican, South or Central
American, or other Spanish culture or origin regardless of race.

4. *Asian (Non-Hispanic or Latino) - A person having origins in any of the original
peoples of the Far East, Southeast Asia, or the Indian Subcontinent, including, for
example, Cambodia, China, India, Japan, Korea, Malaysia, Pakistan, the Philippine
Islands, Thailand, and Vietham.

5. *American Indian or Alaska Native (Non-Hispanic or Latino) - A person having
origins in any of the original peoples of North and South America (including Central
America), and who maintain tribal affiliation or community attachment.

6. *Native Hawaiian or Other Pacific Islander — A person having origins in any of the

original peoples of Hawaii, Guam, Samoa, or other Pacific Islands.

*In some of the reporting, NCDA&CS may combine Hispanic, Asian, American Indian or Alaska
Native, and Native Hawaiian or Other Pacific Islander together into a single group called “Other
Minority.”

c. Agency Occupational Categories

As of December 31, 2024, the NCDA&CS has approximately 1740 SHRA (Subject to the HR Act)

and EHRA (Exempt from the HR Act) employees and 166 supplemental employees for a total of

1906 employees. The Department is comprised of the following six sections (with primary

divisions listed in parenthesis):

e Commissioner’s Office (Chief of Staff, Public Affairs, and Agency General Counsel);

e Administration (Policy and Legislative Development, Internal Audit, Agricultural
Development/Farmland Preservation, State Fair, Public Safety, Information Technology,
Agricultural Statistics, Budget & Finance, Human Resources, and Property & Construction);

e Consumer Protection (Emergency Programs, Food & Drug Protection, Meat & Poultry
Inspection, Standards, Structural Pest Control & Pesticides, Veterinary, and Agricultural
Sciences);

e Agricultural Services (Agronomic Services, Food Distribution, Marketing, Plant Industry,
Research Stations, and Soil & Water Conservation);
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e Western NC Agricultural Programs (Small Farms, Western NC Farmers’ Market, and Western
Agricultural Center); and
e NC Forest Service.

These divisions have responsibility for providing regulation and services covering agronomy;
animal health; weights and measures; gas and oil inspection; crop and livestock statistics; USDA
commodity distribution; state farm operations; food, drug and cosmetic testing for purity;
agricultural marketing and promotion; agricultural marketing grading; international agricultural
crop and livestock marketing; operation of the North Carolina State Fair and North Carolina
Mountain State Fair; operation of four state farmers’ markets; research station operations;
seed and fertilizer inspection; nursery and plant pest eradication activities; regulation of the
structural pest control industry; agricultural environmental issues; soil and water conservation;
forest management and protection; state and federal agricultural legislation; and agricultural
economic analysis.

Since NCDA&CS has specific State job classifications in all SOC Categories, the department
conducts workforce analysis using the eight (8) SOC categories listed below:

1. Officials and Administrators - Occupations in which employees set broad policies,
exercise overall responsibility for execution of these policies, 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. Management Related — Occupations which support the internal operations of an agency,
department, or facility.

4. Technicians and Technologists - 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.

5. Administrative Support - 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.

6. Protective Services - Occupations in which workers are entrusted with public safety,
security, and protection from destructive forces.

7. Service - Occupations in which workers perform duties which result in or contribute to the
comfort, convenience, hygiene, or safety of the public or which contribute to the upkeep
and care of buildings, facilities, or grounds of public property.

8. Skilled Craft - 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.

d. Program / Employment Objectives
(See Attachment 12: BO170 Labor Force Standard as of Dec 2024 and Attachment 13:
NCDA&CS Job Opening Estimate forms)
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e. Attainment of Employment Objectives
(Attachment 14: EEO Quantitative Analysis Form; Attachment 15: B0170: Labor Force
Standard by SOC as of Dec 2024; Attachment 16: B0170: Labor Force Standard by SOC as
of Dec 2023)

Comparison of the 2023 and 2024 B0170 Report reflects the following:

Quantitative Analyis Form 2025 EEO Plan

Other Other

Black Minority Minority
SOC Category Female Male Female 2023 Total 2024Total % change

2023 2024 2023 2024 2023 2024 2023 2024 2023 2024 2023 2024

Officials & Administrators 58 62 36 33 3 3 4 4 1 1 5 5 108 108 0.0%
I\ Related 35 35 61 65 6 8 10 9 1 1 1 3 114 121 6.1%
Professional Specialty 253 250 99 103 7 7 7 7 11 14 16 20 393 401 2.0%
Technicians & Technologists 77 74 46 52 6 7 9 8 4 7 2 1 144 149 3.5%
Administrative Support 27 32 131 121 1 3 23 28 0 0 8 9 190 193 1.6%
Protective Services a0 a0 1 1 4 5 1 1 2 3 0 0 88 20 2.3%
Service 14 40 21 19 2 4 2 4 4 7 2 3 45 77 71.1%
Skilled Crafts 497 451 84 84 20 16 16 13 25 24 10 6 652 594 -8.9%
TOTAL EMPLOYEES 1,041 1,024 479 478 49 53 72 74 48 57 44 47 1,734 1733 -0.1%

As shown in the Quantitative Analysis Form, above, in 2024, the Agency realized an increase
in each of the minority classes. While we acknowledge this positive impact, we also
recognize certain challenges. For instance, shifts and trends in the economy, employment
preferences by jobseekers (including the “Great Resignation”), and budgetary constraints,
specifically limited funding for salaries. Salary/budget restrictions have resulted in pay
inequities and low starting salaries, which pose problems for managers attempting to hire
the most qualified applicants. Some of the highly technical positions are hard to fill due to
scarce labor resources, and highly qualified candidates have continued to reject insufficient
salary offers. During 2024, we noticed that some of the applicants deemed most qualified
are not responding to our requests for interviews or withdraw prior to the interview.

NCDA&CS saw an increase in the total number of employees from 2023 to 2024. The
vacancy rate is currently approximately 11.78%. Historically, agriculture has been a male
dominated industry, and many of the jobs do not easily translate into a remote or hybrid
model that many applicants in today’s job market are seeking. Even with the downward
trends in the job market, the largest reduction was in the demographic of White Male, -17
from 1041 to 1024, followed by White Female, -1 from 479 in year 2023 to 478 in 2024. The
number of Black Female increased by +2 and Black Male increased by +4 total during the
same time. The most significant increase occurred in the group of “Other Minority Male”
(an increase of 9 employees). Other “Minority Female” increase by +3. Hispanic, Asian, and
American Indian or Alaska Native comprise a single group called “Other Minority.” We will
continue to move forward, setting attainable goals to diversify our workforce.

The results of specific employment objectives set for 2024 by SOC Category are noted as
follows:

In the SOC Category Officials & Administrators goals to hire 1 Black Male, 1 Black Female
and 2 White Females were set for 2024. These three goals were partially met with an
increase of (+3) White females during 2024 in this SOC Category.
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In the SOC Category of Management Related, for 2024, the goals of 1 Black Female and 1
Asian Male were set. Management Related category experienced increases of four (+4)
females and a decrease of three (-3) minority employee from 2023. On a positive note,
black male employees in this category increased by two (+2) and minority females increased
by two (+2).

In the SOC Category of Professionals, goals were set for 2024 to hire the following: 1
Female and 1 Minority Male in the Applications Systems Analyst Il Specialist Il classification,
which was not met; 1 White Male or 1 Black Male in the Engineer | and Il classifications,
which was not met; 1 White Female, 1 Black Male, 2 Black Female, 4 Asian Males, 3 AIAN
Male, 3 AIAN Females, and 1 AIAN Female have been set across the agency for 2024.
Classifications include Chemist | and Il, Safety Director |, and Environmental Specialist Il,
which were not met. Overall, the Professionals category saw an increase in of four (+4) in
both the White Female and Other Minority Female.

In the SOC Category of Technician & Technologists, the overall goals set for 2024 were to
hire 1 White Female, 1 Black Male, 1 Black Female, 1 Hispanic Male, 1 Hispanic Female, 1
AIAN Male, or 1 AIAN Female in the classifications of Metrologist |, Chemistry Technician |,
Chemistry Technician I, and Quality & Safety Specialist I. The goals were met and exceeded
in the following: an increase of six (+6) White Females; an increase of one (+1) Black Male
The goal set for hiring Hispanic females, and Hispanic males were not met. However,
overall, other minority males increased by three (+3) in 2024.

In the SOC Category of Administrative Support, anticipated vacancies in the following
classifications were identified in 2024 Administrative Associate Il and Administrative
Specialist I. Goals were set to hire 2 White Females, 1 Black Female, 1 Asian Male, 1 AIAN
Male, and 1 AIAN Female in 2024. Overall, in this category, we realized an increase of two
(+2) Black Males, five (+5) Black Females, and one (+1) other minority female.

In the SOC Category Protective Services, there were no anticipated vacancies, and no goals
set for 2024.

In the SOC Category Service, overall, in this category the goal set for 2024 was to hire 1
Hispanic Female, Asian Male or Female, or AIAN Male or Female in the classifications of
Food Regulatory Supervisor and Labor Crew Leader; goal set to hire 1 Minority Male or
Minority Female in the Medical Laboratory Assistant Il classification; and goal set to hire 3
Hispanic Males or Hispanic Females in the Food Regulatory Specialist | classification. Overall,
there was an increase of three (+3) other minority males and four (+4) minority females in
the category.

In the SOC Category of Skilled Craft, during 2024, goal was set to hire 1 Hispanic Male and 1
Hispanic Female in the Agricultural Compliance Officer | and Il classifications; goal set to hire
1 Black Male in the Maintenance Construction Tech Il classification; and goal set to hire 3
White Males, 3 Black Males, and 1 Hispanic Female in the Meat & Poultry Inspector, LP Site
Inspector and Fuel Dispenser Inspector in the Meat & Poultry and Standards Divisions.
During 2024, we saw a significant decrease of (-51) in overall males
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f. Additional Areas of Statistical Evaluation

VETERAN PLACEMENT

A component for the 2025 EEO Plan is an emphasis on the employment of applicants identifying
as veterans or national guard members with current or previous service. NCDA&CS will
continue to encourage veterans to self-identify. In addition, NCDA&CS will monitor compliance
with the veterans’ preference policy through documentation and EEO review of employment
packages prior to commitment.

There was a slight decrease in the number of veterans employed from the previous year. In
2023, there were 101 veterans employed, representing approximately 5.3% of the agency's
total employed. In 2024, there were 81 veterans employed, representing approximately 4.2% of
the agency's total employed.

Veteran Comparison for 2025 EEO Plan

Armed
Forces
Special Vietnam Other Recently  Service Not a
Veteran Protected Disabled ERA Protected Separated Medal Disabled Protected Separated Retired
Year Status Veteran Veteran Veteran Veteran Veteran Veteran Veteran Veteran Veteran Veteran
2023 X 41 3 G 41 ] 1 g 13 15 ]
2024 X 36 3 G 36 ] 2 7 13 16 ]

Number of Candidates By Veteran
January 01, 2024 - December 31, 2024

Veteran Applied Eligible Referred Interviewed Offered
MNo 18855 7976 7972 1422 1098 937
Yes 1214 379 378 76 40 36
Mot Answered 1003 433 433 55 83 77

Source NEOGOV

PERSONS WITH DISABILITIES PLACEMENT

Another component for the agency EEO Plan is an emphasis on the employment of persons
with disabilities in compliance with federal and state laws, including Executive Order #92 signed
in March 2019. North Carolinians with disabilities represent a significant percentage of the
state’s population and experience disproportionate levels of unemployment. To support and
encourage individuals with disabilities to find employment, NCDA&CS will continue to identify
employment objectives and recruitment strategies aimed to attract qualified applicants with
disabilities Among other strategies, NCDA&CS works through its HR Division to encourage
greater self-identification by persons with disabilities to obtain more accurate workforce
representation numbers. Since implementing the self-identification featured in Employee Self
Service we continue to see an increase in the number of persons reporting a disability.

State agencies or other organizations that provide resources, like the North Carolina
Department of Health and Human Services (DHHS) Employment and Independence for People
with Disabilities (EIPD), HBCU institutes of learning or minority organizations with job boards or
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other method of disseminating postings and other entities such as
https://ndcc.simplifyhire.com/ that can potentially help with recruitment of persons with
disabilities are being identified and will be utilized for job postings when appropriate.

In 2024, several HR team members attended a webinar hosted by EIPD titled Reasonable
Accommodations. The session was part of the “Windmills” disability awareness training
program. Windmills modules are designed to equip business leaders with knowledge, skills and
tools to create an inclusive workplace where all employees can thrive. The EEO Office now
attends and promotes EIPD’s quarterly Windmills Lunch & Learn webinars. Additionally, EEO
Committee members participated in a special Windmills seminar titled Disability: Fact or
Fiction?. Committee member feedback was positive and several expressed interest in
scheduling Windmills modules for their teams. Additional Windmills sessions are planned for
the EEO Committee.

The EEO Office has further leveraged their partnership EIPD by consulting with staff for
recommendations on Reasonable Accommodation requests received by this office.

Persons with Disabilities Analysis

Total Positions Number Disabled Percentage
2023 1730 70 4.00%
2024 1735 78 4.50%

2024 RECRUITMENT AND SELECTION
Source BOBJ Reports

WM WF BM BF OMM OMF EJI:IIT TOTAL
Representation | 59.00% | 28.00% | 3.00% | 4.00% | 3.00% | 3.00% 0% 100.00%
Hired 45.00% | 32.00% | 4.00% | 6.00% | 4.00% | 4.00% 5% 100.00%
Promoted 52.00% | 38.00% | 2.00% | 2.00% [ 2.00% | 3.00% 1% 100.00%
2024 DISCIPLINE AND DISMISSAL
Source BOBJ Reports
Disciplinary Action WM WF BM BF oMM OMF TOTAL
Written Warning 25.0% 44% 0% 0% 0% 6% 75%
Suspended 13.0% 0% 0% 0% 0% 6% 19%
Demoted 6% 0% 0% 0% 0% 0% 0.0%
Dismissed 0% 6.7% 0% 0% 0% 0% 6%
PERFORMANCE MANAGEMENT (PM Cycle 2023-2024)
Source BOBJ Reports
Performance WM WF BM BF oMM OMF TOTAL
Management
Does Not Meet 0% 0% 0% 0% 0% 0% 0%
Meets 55% 20% 3% 3% 3% 3% 87%
Exceeds 7% 6% 0% 0% 0% 0% 13%
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f. Identification and Correction
Under-utilization by SOC Categories and Sub-Categories was identified as follows, with most
significantly under-utilized groups as of 12-2024 noted in parenthesis:

Officials and Administrators:

e Officials and Administrators: -14 Minority (Black Male, Black Female, Hispanic Male)

- Goal of 5 White Males, 1 Black Female and 1 White Female is set for 2025.
Classifications are located throughout the agency and include Communications
Director and Feed Administrator.

Management Related:

e Business Specialists (including Purchasing) Occupations: -7 White Males, -5 Black
Females, -3 Hispanic Males, and -2 Asian Males.

- For 2025, goal of 1 White Male, 1 White Female, 2 Black Males, 1 Black Female, 1
Hispanic Male, 1 Hispanic Female, 1 Asian Male, 2 Asian Females, and 1 Native
American/Alaskan Native has been set. The classifications are Business Officer I,
Marketing Specialist Ill and Program Coordinator.

e HR, Training and Labor Relations Specialists:

- Agoal has been set in the Human Resources Office for 1 White Male, 1 Hispanic
Male, and 1 Hispanic Female in the Staff Development Specialist Il classification.

¢ Finance Specialists: -7 Minority (Hispanic Male, Hispanic Female, Asian Male, and Asian
Female) 1 Hispanic Male, 1 Hispanic Female, 2 Asian Male, and 1 Asian Female. Finance
Specialist and Grants Monitoring Assistant.

Professionals:

e Computer and Mathematical Occupations: -17 Female, -36 Minority (White Female,
Black Male, Black Female, Hispanic Male, Asian Male)

- A goal has been set to hire 1 White Female and 1 Black Male in the Applications
Systems Analyst I, Forest Supervisor I, and Engineer Il classifications.

e Architecture and Engineering Occupations: -5 Minority and -2 Females

- A goal has been set to hire 2 Black Males and 1 Black Females in the Engineer |
and Chemistry Supervisor | and Quality and Safety Specialist classifications.

o Life, Physical and Social Science Occupations: -32 Female, -24 Minority (White Female,
Black Male, Black Female, Hispanic Male, Asian Male, Asian Female, and AIAN Female)

- Goals of 4 White Females, 1 Black Male, 2 Black Females, 4 Asian Males, 3
Hispanic Males and 2 Hispanic Females have been set across the agency for
2025. Classifications include Research Specialist, Superintendent Il and Health &
Safety Administrator I.

e Arts, Design, Entertainment, and Media Occupations: -8 Minority (White Male, Black
Male, Black Female, Hispanic Male, Asian Male, Asian Female and 1 AIAN Male and 1
AIAN Female.

- A Goal of 1 White Male, 1 Black Male, 2 Black Females, 1 Hispanic Male, 1
Hispanic Female, 1 Asian Male and 1 Asian Females for 2025. Classifications
include Information & Communication Specialist | and 1.

e Community, Social Service and Religious Occupations: - 9 Minority (White Female,
Black Male, and Black Female.

- A Goal of 1 White Female is set for 2025 for the Administrative Officer
classification.
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e Legal Occupations: -8 Minority (White Female)
- Goal to hire 1 White Female is set for 2025 for General Counsel.

e Healthcare Practitioners: - 13 Minority (Black Female and Black Male)
- Goal to hire 2 Black Females is set for 2025 for Med Lab Technician and Med Lab
Technologist classification.
Technicians & Technologists:
e Health Technologists -8 Minority (White Female)
- Goal to hire 1 White Female is set for 2025 for General Counsel.
e Drafters, Engineering & Mapping Technology: -6 Minority (White Male)
- Goal to hire 1 White Male is set for 2025 for Technical Trainer lIl.
e Life, Physical and Social Sciences Technology: -19 Minority (White Female, Black Male,
Black Female, Hispanic Female and Asian Female)
- Goals for 2025 include hiring 2 White Females, 2 Black Males, 2 Black Females,
1 Hispanic Male, and 1 Hispanic Female in the classifications of Metrologist |,
Agricultural Technician, Chemistry Technician |, and Chemistry Technician Il.
Administrative Support:
e Administrative Support Occupations: - 27 Minority (Black Male, Black Female, Hispanic
Male, Hispanic Female, Asian Female, and AIAN Male)
- Goals have been set to hire 1 White Male, 1 White Female, 4 Black Female, 1
Hispanic Male, 2 Hispanic Females, Asian Male, and 1 Asian Female in 2025 in
the classifications of Inventory Assistant, Administrative Associate Il and
Administrative Support Specialist.
Protective Service:
e Protective Service Supervisors: -7 Minority (White Female, Black Females, Black
Females, Hispanic Males, Hispanic Females, Asian Male and Asian Female.
- Goal set for 2025 to hire 4 Black Males, 1 Black Female, 2 Hispanic Males, 1
Hispanic Female, 1 Asian Male, 1 Asian Female, and 1 AIAN for classifications of
Forest Fire Equipment Operator and Security Guard.
Service:
e Service Supervisors: -4 Female, -6 Minority (Black Female, Hispanic Male, Hispanic
Female, Hispanic Male, Asian Female, AIAN Male and AIAN Female)
- Goals to hire any qualified candidate of any race or gender for classification of
Food Regulatory Supervisor.
e Healthcare Support Occupations: -7 Minority (White Male, Black Female, Black Male,
Hispanic Female, Asian Male, AIAN Male, and AIAN Female)
- Goal set to hire 1 Black Female in the Medical Laboratory Assistant classification.
e Food and Beverage Occupations: -14 Minority (Black Male, Black Female, Hispanic
Male, Hispanic Female, Asian Male, Asian Female, AIAN Male, NHPI Male)
- Goal set to hire a qualified Black Male, Black Female, Hispanic Male or Hispanic
Females in the Food Regulatory Specialist | & Il classifications.
Skilled Crafts:
e Skill Craft Supervisors: -9 Minority (White Female, Black Male, Black Female, and
Hispanic Female)
- Goal of 1 Minority Male or Female for 2025 for Plant Industry
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e Farming, Fishing, and Forestry Occupations: -198 Minority (Black Male, Black Female,
Hispanic Male, Hispanic Female, Asian Male, Asian Female, AIAN Male, and AIAN
Female)

- Goal set to hire 4 Black Males, 11 Hispanic Males, 4 Hispanic Females, 1 Asian
Male, 1 Asian Female, and 1 AIAN Male for 2025 in the VERT Ill, Pesticide
Inspector, Standards Inspector | & Il classifications.

¢ Installation, Maintenance, and Repair Occupations: -3 Female, -10 Minority (White
Female, Black Male, Hispanic Male, Asian Female, and AIAN Male)

- Goal set to hire 3 Black Males, 1 Hispanic Male, and 1 AIAN Male in the
Electrician Il, Maintenance Construction Technician Il & Ill classifications.

e Transportation and Material Moving: -17 Minority (White Female, Black Male, Black
Female, and Hispanic Male)

- Any minority in Vehicle Equipment Operator classification.
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To correct underutilization in these categories, NCDA&CS will take the following actions:

e Participate in career fairs at Community Colleges and Universities such as NCSU, NC A&T
and other organizations for recruitment of minorities and underrepresented classes as
identified during the year.

e Participate in seminars for recruitment opportunities for HBCU.

e Review hiring packages to determine reasons for non-selection of qualified applicants
from underutilized groups in areas where program objectives have been set, or
underrepresentation exists.

e Provide education and information to hiring managers and supervisors regarding
administering the EEO plan in the selection process.

e Continue development of and administer training for Human Resource staff, hiring
managers and supervisors on applying Veterans’ Preference and Promotional Priority, as
well as give consideration to protected classes and underutilized groups in all hiring
processes.

e Include photos of employees of different nationalities and groups without
overrepresenting the extent of the employment numbers of these groups in public and
internal communications.

e NCFS continues to review career brochures and websites to identify areas for
improvement for reaching underserved audiences that may not know of the
employment opportunities in NCFS. We encourage other divisions to do the same with
any publications and other communication efforts.

e Some divisions do not receive a sufficient number of applications from under
representative populations for vacant positions. There are several reasons, for example,
some underrepresented groups may not pursue careers in certain specialty fields. But it
appears that more often now, competing salaries from other employers, including other
agencies within state and federal government, offer higher starting salaries than
NCDA&CS offers.

e Maintaining current levels of workforce relative to EEO initiatives is another area of
focus. More people have been seeking other employment, usually for higher salaries,
thus creating an issue for the retention of employees. In some cases, vacancies were
filled by under representative populations. We will continue to seek qualified people
from underutilized groups to fill vacancies.

e NCFS will utilize the Forest Service Internship program and temporary employment
options to introduce potential applicants to the NCFS and career opportunities while
giving them experience. NCFS has returned to Trainee progressions in order to hire
entry level candidates.

e NCFS continues to develop partnerships with the NC Hispanic Chamber of Commerce,
the NC Society of Hispanic Professionals, Asian focus, NC and the NC Department of
Military & Veterans Affairs to develop interest in the NCFS and careers in Forestry.
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SECTION IV. Documents / Attachments
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Equal Employment Opportunity Policy

NCDA&CS Organizational Chart

NCDA&CS Merit Based Recruitment Plan
NCDA&CS Mandatory and Recommended Training
Disciplinary Action Policy

Employee Grievance Policy

Reasonable Accommodation Policy

Unlawful Workplace Harassment Policy
Reduction-In-Force Policy

. B0029: EEO Planning by Org Structure (Electronic)

. B0031: Staffing by Occupational Category

. B0170: Labor Force Standard — Employee Distribution — by SOC Subcategory (12-2024)
. Job Opening Estimate Forms

. EEO Quantitative Analysis Form

. B0170: Labor Force Standard — Employee Distribution — by SOC Category 12-2024

. B0170: Labor Force Standard — Employee Distribution — by SOC Category 12-2023

. B0038: Employee Headcount by Org Structure 12-2024

. B0038: Employee Headcount by Org Structure 12-2023
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Addendum and Reference Links to View Policy Attachments 1 — 9 Electronically

Attachment 1: EEO Policy dated April 2019 NC OSHR: Equal Employment Opportunity Policy

Attachment 2: NCDA&CS Organization Chart dated April 25, 2024 (internal document)

N.C. Department of Agriculture & Consumer Services Employee Intranet — Department

Organization.pdf — Front (sharepoint.com)

Attachment 3: NCDA&CS Merit Based Recruitment Plan dated May 18, 2022 (internal
document)

Human Resources — Merit Based Recruitment and Selection Plan.pdf — All Documents

(sharepoint.com)

Attachment 4: NCDA&CS Mandatory and Recommended Training dated February 2024
(internal document)

Human Resources - NCDACS Mandatory and Recommended Training February 2024.pdf - All

Documents (sharepoint.com)

Attachment 5: Disciplinary Action Policy dated October 17, 2024 open (nc.gov)

Attachment 6: Employee Grievance Policy dated October 17, 2024 Employee Grievance Policy
effective October 17, 2024

Attachment 7: Reasonable Accommodation Policy dated August 7, 2023 Reasonable
Accommodation Policy (nc.gov)

Attachment 8: Unlawful Workplace Harassment Policy dated August 1, 2024 open (nc.gov)

Attachment 9: Reduction-in-Force Policy dated October 7, 2021 Contents: (nc.gov)
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https://ncconnect.sharepoint.com/sites/NCAGRIntranet/DeptOrgCharts/Forms/Front.aspx?id=%2Fsites%2FNCAGRIntranet%2FDeptOrgCharts%2FDepartment%20Organization%2Epdf&parent=%2Fsites%2FNCAGRIntranet%2FDeptOrgCharts
https://ncconnect.sharepoint.com/sites/AGR-HR-SP/HRDocs/Forms/AllItems.aspx?id=%2Fsites%2FAGR%2DHR%2DSP%2FHRDocs%2FHR%20Policies%2C%20Procedures%20and%20SOP%20%28Standard%20Operating%20Procedures%29%2FAgency%20Policies%2FMerit%20Based%20Recruitment%20and%20Selection%20Plan%2Epdf&parent=%2Fsites%2FAGR%2DHR%2DSP%2FHRDocs%2FHR%20Policies%2C%20Procedures%20and%20SOP%20%28Standard%20Operating%20Procedures%29%2FAgency%20Policies
https://ncconnect.sharepoint.com/sites/AGR-HR-SP/HRDocs/Forms/AllItems.aspx?id=%2Fsites%2FAGR%2DHR%2DSP%2FHRDocs%2FHR%20Policies%2C%20Procedures%20and%20SOP%20%28Standard%20Operating%20Procedures%29%2FAgency%20Policies%2FMerit%20Based%20Recruitment%20and%20Selection%20Plan%2Epdf&parent=%2Fsites%2FAGR%2DHR%2DSP%2FHRDocs%2FHR%20Policies%2C%20Procedures%20and%20SOP%20%28Standard%20Operating%20Procedures%29%2FAgency%20Policies
https://ncconnect.sharepoint.com/sites/AGR-HR-SP/HRDocs/Forms/AllItems.aspx?ga=1&id=%2Fsites%2FAGR%2DHR%2DSP%2FHRDocs%2FLearning%20%26%20Performance%2FMandatory%20and%20Highly%20Recommended%20Training%2FNCDACS%20%20Mandatory%20and%20Recommended%20Training%20Jan%202023%2Epdf&viewid=861a2c18%2D0b87%2D49d9%2D8e7d%2D6ac2bf9d1f88&parent=%2Fsites%2FAGR%2DHR%2DSP%2FHRDocs%2FLearning%20%26%20Performance%2FMandatory%20and%20Highly%20Recommended%20Training
https://ncconnect.sharepoint.com/sites/AGR-HR-SP/HRDocs/Forms/AllItems.aspx?ga=1&id=%2Fsites%2FAGR%2DHR%2DSP%2FHRDocs%2FLearning%20%26%20Performance%2FMandatory%20and%20Highly%20Recommended%20Training%2FNCDACS%20%20Mandatory%20and%20Recommended%20Training%20Jan%202023%2Epdf&viewid=861a2c18%2D0b87%2D49d9%2D8e7d%2D6ac2bf9d1f88&parent=%2Fsites%2FAGR%2DHR%2DSP%2FHRDocs%2FLearning%20%26%20Performance%2FMandatory%20and%20Highly%20Recommended%20Training
https://oshr.nc.gov/media/1580/open
https://oshr.nc.gov/documents/employee-grievance-policy-effective-october-17-2024/open
https://oshr.nc.gov/documents/employee-grievance-policy-effective-october-17-2024/open
https://oshr.nc.gov/media/4039/open
https://oshr.nc.gov/media/4039/open
https://oshr.nc.gov/media/3191/open
https://oshr.nc.gov/media/4377/open

STATE HUMAN RESOURCES MANUAL EQUAL EMPLOYMENT OPPORTUNITY

Effective Date: April 2019

EQUAL EMPLOYMENT OPPORTUNITY POLICY

Equal Employment Opportunity

Contents:

Policy

Coverage
Veterans

Office of State Human Resources Responsibilities
Agency, Department and University Responsibilities
Complaint Process

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
initiatives.
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, reductionin-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 unlawful
harassment, including sexual harassment.
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.

Revision No. 16 Equal Employment Opportunity Policy



STATE HUMAN RESOURCES MANUAL EQUAL EMPLOYMENT OPPORTUNITY

Effective Date: April 2019

EQUAL EMPLOYMENT OPPORTUNITY POLICY (cont.)

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, departments and universities, to
ensure commitment to and accountability for equal employment opportunity
throughout State government;

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 government’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.

Equal Employment Opportunity



STATE HUMAN RESOURCES MANUAL EQUAL EMPLOYMENT OPPORTUNITY

Effective Date: April 2019

EQUAL EMPLOYMENT OPPORTUNITY POLICY (cont.)

Agency, Department and University Responsibilities

Each Agency Head, Department Head and University Chancellor shall:

1.

10.

11.

12.

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%t 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;

develop strategies to prevent unlawful workplace harassment and retaliation in the
workplace;

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;

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

Equal Employment Opportunity



STATE HUMAN RESOURCES MANUAL EQUAL EMPLOYMENT OPPORTUNITY

Effective Date: April 2019

EQUAL EMPLOYMENT OPPORTUNITY POLICY (cont.)

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 Resources
Manual for information related to EEO 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.

Equal Employment Opportunity
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I. PURPOSE

The purpose of this Merit-based Recruitment and Selection Plan is to fill positions subject to
the State Human Resources Act from among the most qualified individuals.

In the recruiting and selection process, the Department of Agriculture and Consumer
Services will give equal employment opportunity to all applicants, without regard to 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; and decisions will be based solely on job related criteria.
The recruitment and selection process will be consistently applied, nondiscriminatory and
promote fairness, diversity and integrity. The recruitment and selection process will comply
with all Federal and State laws, regulations and policies.

II. COMMITMENT FROM MANAGEMENT

The Commissioner, Human Resources Management Director and Executive Management
accept responsibility for ensuring that all hiring practices are applied consistently and
equitably, thereby demonstrating commitment and support of the Merit-based Recruitment
and Selection Plan.

The Commissioner, Human Resources Management Director and Executive Management
accept responsibility for ensuring the recruitment and selection process complies with all
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applicable and existing state and federal laws, policies, and rules governing human resources
actions. The Merit-based Recruitment and Selection Plan will also comply with established
policies issued by the Office of State Human Resources. It is the commitment of the
department to recruit qualified applicants and to promote the recruitment of minorities,
women, individuals with disabilities, and others who may be under-represented
demographically through the use of sound Human Resources practices and principles.

ITII. ETHICS STATEMENT

The citizens of North Carolina and the state workforce deserve strong assurances that
knowledge, skills, and abilities (KSAs) and/or competencies are the basis for state
government hiring decisions, not political patronage. In order to assure the integrity of state
government, every employee has a responsibility to view public service as a public trust and
to act impartially. Preferential treatment will not be given to any private organization or
individual based on political affiliation or influence.

IV. COMMUNICATION

The Department of Agriculture and Consumer Services will implement strategies to inform
employees, applicants and the general public of the Merit-based Recruitment and Selection
Plan.

After receiving approval from the State Human Resources Human Resources Commission,
employees will be informed of any subsequent revisions of the Merit-based Recruitment and
Selection Plan and processes. The Merit-based Recruitment and Selection Plan will be
posted on the agency Intranet. Employees with questions may contact the Human Resources
Management Office at (919) 707-3200.

The Department of Agriculture and Consumer Services will post a summary of the Merit-
based Recruitment and Selection Plan in the Human Resources Management Office, provide
a copy of the plan and procedures to each Division Director, and include a statement about
this plan on the vacancy announcement.

V. TRAINING

The Department of Agriculture and Consumer Services will provide merit-based recruitment
and selection training to managers/supervisors and Human Resources Management Office
staff. Updates and revisions to the Department of Agriculture and Consumer Services Merit-
based Recruitment and Selection Plan will be communicated through written materials and
training sessions.

VI. ROLES/DEFINITIONS/EXPECTATIONS
Executive Management staff is responsible for leadership in developing and implementing

merit-based procedures and demonstrating commitment and support for merit-based
recruitment and selection.
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Managers and supervisors are responsible for evaluating the need for filling vacant
positions; maintaining accurate and current position descriptions for subordinate jobs;
understanding the concepts of the merit-based system and communicating the process to
employees and applicants; making every effort to achieve and maintain a diverse workforce;
demonstrating commitment and support for merit-based recruitment and selection; making all
hiring decisions based on merit principles; and documenting selection decisions.

Human Resources Management Office and Equal Employment Opportunity (EEO)
staff are responsible for demonstrating commitment and support for merit-based recruitment
and selection in daily operations; providing technical advice and assistance to managers and
supervisors; developing agency specific policies and procedures for merit-based actions;
ensuring the training of managers and supervisors on a variety of issues relating to merit-
based recruitment and selection; monitoring recruitment and selection activities for
adherence to merit-based policies and procedures; and maintaining recruitment and selection
data in order to conduct employment trend analysis. Individuals with responsibilities which
include human resources functions may also provide assistance and guidance to managers
and supervisors. For the purposes of this plan, such individuals will be considered a part of
the Human Resources Management Office staff.

Employees and applicants are responsible for obtaining vacancy information in order to
submit the required materials; providing full and complete information as to their
qualifications; and submitting materials for the vacancy by the established deadline.

VII. PRE-RECRUITMENT/RECRUITMENT ACTIVITIES

The Department of Agriculture and Consumer Services will strive to actively recruit from a
variety of sources to achieve a diverse workforce that successfully meets the needs and
demands of the agency.

A. Pre-Recruitment
1.  The hiring manager, with assistance and guidance from the Human Resources
Management Office staff, will:

o assess the need for the position to ensure it contributes to meeting the goals,
objectives, and mission of the work unit;

o Review the duties, responsibilities, knowledge, skills, abilities, education and
experience of the position to determine if they correspond with the current use of
the position.

e Revise the position description, work plan, and recruitment standards when
necessary and notify HR of such revisions to determine if job evaluation is in
order.

2. A job evaluation is necessary only when significant changes in the duties and
responsibilities of the position are noted; and thereby change the recruitment
standards for the vacancy. This differs from job analysis which is the review and
validation of the most recent position description. Therefore, if the position
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description on file reflects the recruiting standards for the vacancy, there is no need
to conduct a job evaluation as long as the most recent job information on file
accurately reflects the current KSAs/ competencies, education, experience, duties
and preferences of the class vacancy. With consultation from the HR office, the
hiring manager should ensure that relevant critical tasks, essential functions, KSAs/
competencies and training and experience requirements necessary for the vacancy,
which may be in addition to the class specification's minimum recruitment
standards, are identified. The additional minimum selective criteria identified by the
hiring supervisor shall be posted in the vacancy announcement.

3. Ifajob analysis indicates that current recruitment standards do not appropriately
reflect the position to be recruited for, management, in consultation with HR,
should determine if the job is appropriately classified or requires an update of the
position description and recruitment standards. Any significant discrepancies in the
intended recruitment standards and the current job duties must be reconciled
through HR before recruitment begins.

B. Recruitment

1.  Relevant recruitment standards that correspond to the current duties and
responsibilities of the position will guide the information that management
incorporates into the vacancy announcement. HR will ensure the vacancy
announcement meets the requirements of the department's plan and the State
Human Resources policies.

2. The Division Director and Human Resources Management Office staff will
determine the appropriate option in posting a vacancy (internal to the agency, state
government, or external). In addition, the Human Resources Management Office
staff will consult with the Division Director to determine additional recruitment
sources, if needed, to target specific audiences, including professional journals,
newspapers, technical colleges/universities and the internet.

3. The hiring manager will determine any selection tool(s) that will be used in the final
evaluation process prior to the closing date for the position. Any selection tool(s)
utilized will be objective, based upon job-related KSAs and/or competencies, and
be consistently applied to all applicants in the final selection pool. The Human
Resources Management Office staff is available for assistance and review of
selection tools and procedures. Some examples of selection tools include structured
interview, written tests, skills tests, and reference checks.

VIII. SELECTION PROCESS

A. Definitions
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1. Selective Criteria: Additional essential qualifications specifically related to the duties
and responsibilities of the individual position

2. Knowledge, skills, and abilities (KSAs)
a. Knowledge: Information which makes adequate performance on the job possible

b. Skill: A proficiency that is readily observable, quantifiable, and measurable
(examples include skill in data-based management; skill in operating a vehicle)

c. Ability: Capacity to perform an activity at the present time

3. Competencies: Knowledge, skills, and abilities that contribute to the success in the job
and to the organization’s mission and goals. Competencies must be 1) demonstrated on
the job, 2) measured according to standards set by the organization, and 3) required of the
job based upon the organization’s needs.

4. Essential qualifications (minimum qualifications): Minimum education and experience
requirements including knowledge, skills, abilities and/or competencies and other
selective criteria included on the vacancy announcement such as required license or
certification.

5. Preferences (criteria that may be used when determining who to interview): Specific
types of experiences, degrees, licenses, KSAs, and/or competencies or other selection
factors above those minimally required to perform the duties and responsibilities of a
position.

6. Qualified: Those applicants whose credentials indicate the possession of education and
experience, selective criteria, and KSAs and/or competencies included in the vacancy
announcement.

7. Most qualified: Applicants who, to the greatest extent, possess qualifications which
exceed the essential requirements (minimum education and experience, selective criteria,
and KSAs and/or competencies) described in the vacancy announcement

B. Determining qualified and most qualified applicants
1. Determining qualified applicants (applicants who meet the minimum education,
experience and KSAs/ competencies of the posting requirements): Applications are
submitted to the Human Resources Office, where a designated staff member screens all
applications to determine those that meet minimum/essential qualifications, including any
selective criteria. Management may provide technical consultation to HR on the posted
criteria.

If the quality of applications is deemed insufficient, the hiring manager may choose to re-
advertise the position.
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2. Determining the most qualified applicants — (applicants whose education, experience and
KSAs/ competencies clearly exceed the posting requirements): The hiring manager will
determine who will screen for most qualified. The hiring manager may choose any of the
following to screen for most qualified: Human Resources Staff, a designated subject
matter expert, the hiring manager or a panel made up of any combination of the
aforementioned staff .

Applications referred to the hiring manager must be reviewed in relation to all applicable
state and federal employment laws and policies.

Reasons for each applicant’s non-selection must be recorded in the e-recruit (applicant
tracking) system. The final selection recommendation will be made from among the most
qualified applicants. Applicants with priority consideration shall also be given
appropriate consideration. The hiring manager shall use selection tools that are objective
and based upon job-related KSAs/competencies. Any selection tool used will be
consistently applied to all applicants in the final pool. The hiring manager will also be
responsible for documenting the selection process (i.e., additional selective criteria,
KSAs/ competencies and preferences) and justifying the hiring recommendation and/or
decision. Written notice shall be provided to each unsuccessful applicant who was in the
group of most qualified applicants. HR staff will be available for guidance and assistance
to the hiring manager at any time during the selection process.

IX. EMPLOYMENT REEMPLOYMENT PRIORITIES

The Human Resources Management Office staff will review the initial applicant pool to
identify applicants with priority status. All employment/reemployment priorities are to be
afforded in accordance with State policy. This will require, in some instances, that
applications of individuals with certain priorities will be included among those referred to the
hiring manager. All individuals involved in application evaluation, including the hiring
manager, will receive advice and guidance from the Human Resources Management Office
staff regarding the priority consideration which must be afforded.

Consideration must be given to applicants that have the following priorities:

Consideration Definition

Priority For complete details on the priority to be afforded to individuals

Reemployment who have been notified of pending separation due to reduction in
force, refer to the State Human Resources Manual, Reduction in
Force Priority Policy.

Exempt Policy- For complete details on the priority to be afforded to individuals

Making and Exempt separated from exempt policy-making and exempt managerial

Managerial positions for reasons other than just cause, refer to the State

Human Resources Manual, Priority Reemployment for Policy-
Making and Exempt Managerial Employees Policy.
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Veterans & National For complete details on preferences to be afforded to individuals

Guard Preference eligible for veterans and national guard preference, refer to the State
Human Resources Manual, Veterans & National Guard Preference
Policy.

Promotional Priority Career state employees are eligible for priority consideration over

non-state applicants when the individuals possess substantially
equal qualifications. Refer to the State Human Resources Manual,
Promotional Priority Policy for additional details.

X. MAKING THE FINAL SELECTION RECOMMENDATION DECISIONS

The final selection recommendation will be made from among the most qualified applicants.
Applicants with priority reemployment must also be given appropriate consideration. The
hiring manager will utilize selection tools that are objective and based upon job-related KSAs
and/or competencies. Any selection tool will be consistently applied to all applicants in the
final pool. The hiring manager will also be responsible for documenting the selection
process and justifying the hiring recommendation. The Human Resources Management staff
will be available for guidance and assistance to the hiring manager during the selection
process. The Human Resources Management Office staff will review the applicant package
to ensure employment/reemployment priorities are properly afforded. Applicants not
selected for the position will receive timely written notice from the Human Resources
Management Office of the selection decision.

XI. APPROVAL PROCESS

All employment recommendations must be forwarded by the Division Director to the
appropriate Assistant Commissioner for review and approval. After review and approval by
the Deputy Commissioner, the Selection/Rejection form is submitted to the Human
Resources Management office. The Human Resources Management staff member will
communicate the final approval to the Division Director or his/her designee. Offers of
employment may be made only after the final approval is communicated to the Division
Director by the Human Resources Management Office.

XII. DOCUMENTATION OF PROCESS

It will be the practice of the Department of Agriculture and Consumer Services to maintain
documentation of the merit-based recruitment and selection process in order to support the

decisions and to provide fact-based information for monitoring and evaluating recruitment

and selection practices and procedures.

A file will be maintained for each hiring event for a minimum of three years. Each file will
contain:
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Any record of job analysis conducted for the vacancy including any additional KSAs
and/or competencies or other selective criteria that resulted from job analysis (or a
reference to the job analysis utilized for the vacancy)

Employment request form

Vacancy announcement

Recruitment sources

Selection tools and criteria

Applications received

Applicant referral form

Selection/rejection form

Inventory of applicants as unqualified, qualified, and most qualified

Letters to unsuccessful applicants notifying them the position has been filled

XIII. APPEALS PROCESS

If an applicant wishes to appeal non-selection the following conditions must apply:

Applicant timely applied for the position in question;

Applicant was not hired into the position;

Applicant was among the most qualified persons applying for the position;

Successful applicant for the position was not among the most qualified persons applying
for the position.

Refer to the State Human Resources Manual, Grievance Policy for additional details on the
appeals criteria and process.

XIV. MONITORING/EVALUATION

The Human Resources Management staff will periodically review program data across the
agency to ensure the recruitment and selection activities are in compliance with the agency
plan. The Human Resources Management staff will also comply with the reporting and plan
update requirements from the Office of State Human Resources.

REVISION HISTORY

On May 18, 2022, this policy was changed to include the National Guard as a preference.

On August 14, 2014, this policy was changed from a Policy to a Plan as required by the
revisions to Section 2 of the State Human Resources Manual, Recruitment and Posting of
Vacancies.
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Mandatory* & Highly Recommended Training Cli tlvate

Last revised: February 2024

All Employees: Mandatory

Topic Title(s) Format| Provided by Description
Agency Onboarding & Assigned to new and transfer employees. Consists of
Orientation AGR New Employee Orientation training, forms, and policies assigned to new

Curriculum LMS NCDA&CS employees. Complements New Employee Orientation

VILT sessions.

New and transfer employees invited according to hire
AGR New Employee Orientation vILT NCDA&CS |date. Live virtual instructor led session with agency
leadership and Human Resources management/staff.

Attendance : : Explains agency policy. Included in New Employee
IAGR Attendance Policy Overview LMS NCDA&CS Orientation VILT.
R Atondance Poiy &
Acknowledgement LMS NCDA&CS 9 9 ' ploy

Orientation Curriculum; annual policy
review/acknowledgement in September.

Disciplinary Action AGR Disciplinary Action Policy LMS NCDA&CS [ExPlains state policy. Included in Included in New

Overview Employee Orientation vILT.

State policy on disciplinary action. Electronic signature
LMS NCDA&CS [required. Included in AGR New Employee Orientation
Curriculum.

AGR Disciplinary Action Policy &
Acknowledgement

Drug-Free Workplace, ControlledlAGR Drug Free Workplace, Controlled
Substance & Alcohol Testing Substance, and Alcohol Testing LMS NCDA&CS
Policy Overview

Explains agency policy. Included in New Employee
Orientation vILT.

IAgency policy on controlled substance and alcohol
testing. Electronic signature required. Included in AGR
New Employee Orientation Curriculum; annual policy
review/acknowledgement in September.

IAGR Drug Free Workplace, Controlled
Substance, and Alcohol Testing LMS NCDA&CS
Policy & Acknowledgement

*Additional courses deemed mandatory by Division management may be assigned. For a list of required courses for temporary
employees, visit the HR Learning & Performance intranet page.

Acronyms used in this document — AGR= Agriculture ILT: Instructor Led Training; LMS: Learning Management System; NCDA&CS: NC Department of Agriculture and Consumer
Services; NCVIP: North Carolina Valuing Individual Performance; OSHR: Office of State Human Resources; vILT: Virtual Instructor Led Training
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Mandatory* & Highly Recommended Training

All Employees: Mandatory, Cont’d.

Practices

Records and Retention General
Overview

Topic Title Format| Provided by Description
Fraud, Waste, and Abuse AGR AS Fraud, Waste, and Abuse Policy] LMS NCDA&CS [Explains Department policy on fraud, waste, and abuse.
& Acknowledgement Included in AGR New Employee Orientation Curriculum.
Grievance AGR Employee Grievance Policy LMS NCDA&CS [Explains state policy. Included in New Employee
Overview Orientation vILT.
AGR Employee Grievance Policy & LMS NCDA&CS (Included in AGR New Employee Orientation Curriculum.
Acknowledgement
Information Technology AGR Information Technology Acceptable| LMS NCDA&CS [Agency policy on acceptable use of computer
Acceptable Use; Email Usage |Use Policy & Acknowledgment equipment. Electronic signature required. Included in
IAGR New Employee Orientation Curriculum.
AGR Information Technology Email LMS NCDA&CS |Agency policy on email use. Electronic signature
Usage Policy & Acknowledgement required. Included in AGR New Employee Orientation
Curriculum.
Learning & Performance, LMS |AGR Learning and Performance LMS NCDA&CS (Introduces statewide Learning & Performance
NCVIP [Technology Overview technology system. Included in AGR New Employee
Orientation Curriculum.
AGR Performance Planning Process for | LMS NCDA&CS [Included in AGR New Employee Orientation Curriculum.
New Employees
AGR Performance Management Policy &| LMS NCDA&CS [Included in AGR New Employee Orientation Curriculum.
Acknowledgement
AGR Performance Plan Information LMS NCDA&CS [Included in AGR New Employee Orientation Curriculum.
Motor Vehicle Usage & AGR Motor Vehicle Policy & Telematics LMS NCDA&CS [Explains agency policy. Included in New Employee
[Telematics Installation Overview Orientation vILT.
AGR Motor Vehicle Use Policy & LMS NCDA&CS [Included in AGR New Employee Orientation Curriculum;
Acknowledgement, annual policy review/acknowledgement in May.
AGR Acknowledgement Telematics
Installation
Public Records and Retention |AGR Cultivate the Leader in You: Public | LMS NCDA&CS (Included in AGR New Employee Orientation Curriculum;

one-time assignment issued to all current employees
and temps July 2021.

Acronyms used in this document — AGR= Agriculture ILT: Instructor Led Training; LMS: Learning Management System; NCDA&CS: NC Department of Agriculture and Consumer
Services; NCVIP: North Carolina Valuing Individual Performance; OSHR: Office of State Human Resources; vILT: Virtual Instructor Led Training
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Mandatory* & Highly Recommended Training
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All Employees: Mandatory, Cont’d.

Topic Title Format [Provided by Description

Unlawful Workplace AGR Unlawful Workplace Harassment LMS NCDA&CS [Explains state policy and agency procedures. Included
Harassment Policy Overview in New Employee Orientation vILT.

AGR Unlawful Workplace Harassment LMS NCDA&CS |[State policy on unlawful workplace harassment.

Policy & Acknowledgement Electronic signature required. Included in AGR New

Employee Orientation Curriculum.

Title varies LMS NCDA&CS |Related topic(s) assigned as annual refresher

\Workplace Violence AGR Cultivate an Awareness of LMS NCDAG&CS ([Included in AGR New Employee Orientation Curriculum.

\Workplace Violence for New Employees

IAGR Workplace Violence Policy Overview| LMS NCDA&CS [Explains state policy and agency procedures. Included
in New Employee Orientation vILT.
AGR Workplace Violence Policy & LMS NCDAG&CS ([Included in AGR Cultivate an Awareness of Workplace
Acknowledgement; Workplace Violence Violence for New Employees; agency assigns policy,
Procedure Plan; Workplace Violence plan, and training as annual refresher
Prevention Training (annual topics TBA)
Payroll, Benefits, Time, and FIORI 2.0 modules titled My Timesheet, LMS |Office of StateManagers responsible for assigning this training to
Leave technology (Integrated [My Paystubs, and My Benefits Controller [their employees. NCDA&CS HR does not have
HR-Payroll System) assignment access.
Cyber Security Titles selected by NC Department of LMS NC DIT, |Assigned every other month by NC DIT/OSHR.
Information Technology (NC DIT) OSHR

Acronyms used in this document — AGR= Agriculture ILT: Instructor Led Training; LMS: Learning Management System; NCDA&CS: NC Department of Agriculture and Consumer
Services; NCVIP: North Carolina Valuing Individual Performance; OSHR: Office of State Human Resources; vILT: Virtual Instructor Led Training
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All Employees: Mandatory, Cont’d.

employees only)

Topic Title Format|Provided by Description

Safety IAGR Emergency Action Plan LMS NCDA&CS |Included in AGR New Employee Orientation Curriculum.
IAGR Fire Extinguishers LMS NCDA&CS |Included in AGR New Employee Orientation Curriculum.
Run-Hide-Fight: Protective Actions for a LMS [Dept. of Public|included in AGR New Employee Orientation Curriculum.
Shooter in the Workplace Safety
AGR State Employee Safety and Health LMS OSHR Assigned to all current employees 2/10/2021. Included
Handbook in AGR New Employee Orientation Curriculum.
Teleworking Program Training for Contact Shawn Garland request training assignment..
Employees LMS OSHR Visit the Teleworking Program intranet page for more

information.
. - Teleworking Program Training for Contact Shawn Garland request training assignment..
Teleworking (eligible Employees LMS OSHR Visit the Teleworking Program intranet page for more

information.

Acronyms used in this document — AGR= Agriculture ILT: Instructor Led Training; LMS: Learning Management System; NCDA&CS: NC Department of Agriculture and Consumer
Services; NCVIP: North Carolina Valuing Individual Performance; OSHR: Office of State Human Resources; vILT: Virtual Instructor Led Training
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Managers**: Mandatory

Topic Title Format | Provided by Description
Disciplinary Action IAGR Disciplinary Action in the Workplace: Blended: LMS Under revision. Performance management, coaching,
Practical Strategies for Managers and and viLT NCDA&CS counseling, and progressive discipline.
Supervisors
Equal Employment Opportunity Equal Employment Opportunity and . Automatically assigned by OSHR to applicable
Diversity Fundamentals (EEODF) LMIsgeannddeeiLT NCODéAﬁRC’)S, employees.
Leave Management (Integrated HR  [Manager Self Service (MSS) MS200 LMS Office of State  [Time and leave approval for direct reports. NCDA&CS
Payroll System) Controller 4R does not have assignment access. Must be
assigned by manager or self-requested.
Performance Management IAGR Cultivate the Leader In You: VvILT Performance management policy, manager
Performance Management responsibilities, practical tools; NCVIP technology
IAGR Cultivate the Leader In You: LMS components. These courses are considered mandatory
Performance Plan NCVIP Technology training for all new managers. Seasoned managers also
AGR Cultivate the Leader In You: Interim LMS NCDA&CS  lencouraged to complete these courses.
Review NCVIP Technology
IAGR Cultivate the Leader In You: Annual
Performance Evaluation NCVIP Technology LMS
Position Descriptions IAGR Cultivate the Leader in You: Writing Self-paced online course. Prerequisite for virtual
and Revising Position Descriptions instructor-led training. Open to all supervisors, managers,
LMS NCDA&CS Division HR reps, and other interested parties. Contact
Shawn Garland for details.
IAGR Cultivate the Leader In You: Division Directors and HR instructors determine
/Advanced Position Description Training VILT NCDA&CS  |[schedule. Contact Shawn Garland for details.
Recruitment & Selection IAGR Cultivate the Leader In You: LMS NCDA&CS  |Also required for Division HR Reps and NCFS Clerks.
Recruitment and Selection New or newly promoted managers assigned after hire.
New HR Reps and Clerks, contact Shawn Garland for
assignment.
Teleworking (mandatory for [Teleworking Program Training for Contact Shawn Garlandrequest training assignment.
managers who supervise Employees LMS OSHR Visit the Teleworking Program intranet page for more
teleworkers) information.
Workers’ Compensation \Workers’ Compensation Basics for Assigned to all managers and division representatives for
Supervisors LMS OSHR workers compensation. New division representatives,

please contact Shawn Garland for assignment.

Please note: Additional training may be required according to your role and assigned by your manager.

**The term “managers” includes anyone responsible for supervising / leading others.

Acronyms used in this document — AGR= Agriculture ILT: Instructor Led Training; LMS: Learning Management System; NCDA&CS: NC Department of Agriculture and Consumer
Services; NCVIP: North Carolina Valuing Individual Performance; OSHR: Office of State Human Resources; vILT: Virtual Instructor Led Training
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Mandatory* & Highly Recommended Training Cli t]vate

All Employees: Highly Recommended
The following ongoing learning opportunities are open to all employees; however, your manager may be required to approve your attendance.

Topic Title Format |Provided by Assigned/Schedule

Customer Service AGR Cultivate Quality Customer Service LMS NCDA&CS [Available for all employees. Search LMS for AGR
Cultivate Quality Customer Service. Covers non-
discrimination, service delivery expectations, and
handling difficult customer situations.

Essential Skills Leading At Levels - Individual Contributor | ILT, viLT | NCDA&CS, [Courses are offered statewide by NCDA&CS and
(also known as “soft skills”) (LAAL-IC) and/or Supervisor (LAAL-S) OSHR OSHR facilitators. Those not in formal supervisory
Series positions can enroll in Supervisor courses, just as

supervisors / managers can enroll in Individual
Contributor sessions. Contact Shawn Garland for

details.
Performance Management AGR Cultivate the Leader In You: LMS NCDA&CS Self-paced LMS modules covering technology steps
Performance Plan NCVIP Technology specific to NCVIP tasks.
Interim Review NCVIP Technology
Annual Performance Evaluation NCVIP
[Technology
State Government NC101: A Tour of State Government LMS OSHR Explains the structure of North Carolina State
Government. Open to all state employees; especially
helpful for those new to NC State Government. Search
LMS for NC101 for details.
Train-the-Trainer Qualified Training Professional (QTP) Blended: OSHR Audience: those in training roles who have not had
LMS and formal training or those new to roles with training duties.
ILT For more information on QTP, visit the Leadership

Training page in the NC Learning Center (LMS).

Employees not in formal leadership roles may benefit from courses in the manager curriculum (below). Contact HR Learning & Performance for
more information.

Acronyms used in this document — AGR= Agriculture ILT: Instructor Led Training; LMS: Learning Management System; NCDA&CS: NC Department of Agriculture and Consumer
Services; NCVIP: North Carolina Valuing Individual Performance; OSHR: Office of State Human Resources; vILT: Virtual Instructor Led Training
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Mandatory* & Highly Recommended Training

7 q{wj E(»w,7;fbw,

cujltivate

Managers: Highly Recommended

Topic(s) Title Format | Provided by Assigned/Schedule
Americans with Disabilities Act (ADA) IADA Online Training LMS NCDA&CS IAssigned upon request. Purpose and provisions of ADA
laws and related legislation, state policy, agency-
procedures, and state legislation; manager
responsibilities.
Classification & Compensation [TBA TBA NCDA&CS Under development. Some classification content provided
in Position Descriptions.
Customer Service IAGR Cultivate Quality Customer LMS NCDA&CS Available for all employees. Search LMS for AGR
Service Cultivate Quality Customer Service. Covers non-
discrimination, service delivery expectations, and
handling difficult customer situations.
Equal Employment Opportunity and Equal Employment Opportunity and LMS OSHR Recommended for managers who completed EEODF or
Affirmative Action, Legally Defensible Diversity Fundamentals Refresher equivalent course 5+ years ago. Contact Shawn Garland
Hiring, ADA, Harassment Prevention (EEODF Refresher) for assignment.
Grievances Grievance Overview (OSHR) LMS OSHR OSHR module assigned upon request. Grievance content
NCDA&CS included in Disciplinary Action training. Additional
NCDAG&CS training under development.
Investigation Training TBA TBA NCDA&CS Under development. Investigations content included in
Disciplinary Action.
Leave of Absence [TBA TBA NCDA&CS Under development. Leave options; manager roles and
responsibilities.
Position Descriptions IAGR Cultivate the Leader In You: LMS NCDA&CS Required for and assigned to those responsible for writing
\Writing and Revising Position job descriptions; open to all managers. Division Human
Descriptions Resources Representatives also required to complete this
training. Contact Shawn Garland with questions about
this requirement.
IAGR Cultivate the Leader In You: ILT or vILT NCDA&CS Required for and assigned to those responsible for writing
IAdvanced Position Description job descriptions. Scheduled by Division. Contact Shawn
Training Garland for details.

Acronyms used in this document — AGR= Agriculture ILT: Instructor Led Training; LMS: Learning Management System; NCDA&CS: NC Department of Agriculture and Consumer
Services; NCVIP: North Carolina Valuing Individual Performance; OSHR: Office of State Human Resources; vILT: Virtual Instructor Led Training
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Mandatory* & Highly Recommended Training
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Managers: Highly Recommended, Cont’d.

Topic(s)

Title

Format

Provided by

Assigned/Schedule

State Government

NC101: A Tour of State Government

LMS

OSHR

Explains the structure of North Carolina State
Government. Open to all state employees;
especially helpful for those new to NC State
Government. Search LMS for NC101 for details.

Supervisory/Management Skills

Leading At Levels Supervisory Skills
Series (LAAL-S) and Management
Skills (LAAL-M)

ILT

NCDA&CS,
OSHR

Courses are offered statewide by NCDA&CS and
OSHR facilitators. Those not in formal supervisory
positions can enroll in Supervisor courses, just as
supervisors / managers can enroll in Individual
Contributor sessions. Contact Shawn Garlandfor
details.

IAdvanced Skills for Managers (ASM)

ILT

OSHR

[Target audience: Middle managers (those who
supervise supervisors; those who have program
management responsibilities but may not
supervise supervisors; or supervisors of
professional staff) AND have completed basic
leadership skills training. LAAL-S and LAAL-M are
appropriate prerequisites. Contact Shawn Garland
for details.

NC Certified Public Manager®
Program

ILT

OSHR

In-depth, comprehensive, competency-based,
nationally certified development program for public
sector middle managers in the state of North
Carolina. Contact Shawn Garland for details.

Unlawful Workplace Harassment

Recognizing, Preventing and
Correcting Unlawful Workplace
Harassment for Managers

ILT or vILT

NCDA&CS

Scheduled upon request. Manager responsibilities
in preventing, recognizing, and correcting unlawful
workplace harassment; review of state policy and
agency procedures. Contact HR Employee
Relations/EEO AGR.ER.EEO@ncagr.qov to
schedule.

\Workplace Violence

\Workplace Violence Awareness for
Managers

ILT or vILT

NCDA&CS

Scheduled upon request. Manager responsibilities
in preventing and reporting workplace violence;
review of state policy and agency procedures.
Contact HR Employee Relations/EEO

AGR.ER.EEO@ncagr.qov to schedule.

Acronyms used in this document — AGR= Agriculture ILT: Instructor Led Training; LMS: Learning Management System; NCDA&CS: NC Department of Agriculture and Consumer
Services; NCVIP: North Carolina Valuing Individual Performance; OSHR: Office of State Human Resources; vILT: Virtual Instructor Led Training
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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 a reasonable, consistent, and effective manner.

The procedures in this policy provide for progressive discipline to address issues
involving unsatisfactory job performance for employees to be given notice of deficiencies
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 who have attained career status as defined by
North Carolina General Statute 126-1.1."

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 appropriate. Referral to EAP is not

" This does not preclude an agency from issuing a disciplinary action to an employee who is not a career
status employee, as defined in N.C.G.S. § 126-1.1, however the issuance of a disciplinary action to an
employee without career status does not create any requirement for the agency to utilize progressive
discipline nor does it create grievance rights for employees who do not otherwise have these rights.

Disciplinary Action
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considered a substitute for any disciplinary action. For more information on the appropriate

referral type, please see the Employee Assistance Program Policy.

§4. Just Cause for Disciplinary Action

§4.1. Introduction
There are two bases for the discipline or dismissal of employees under the statutory
standard for "just cause" as set out in N.C.G.S. § 126-35. These two bases are:
1. Discipline or dismissal imposed on the basis of unsatisfactory job performance,
including grossly inefficient job performance.
2. Discipline or dismissal imposed on the basis of unacceptable personal conduct?.
The categories are not mutually exclusive, as certain actions by employees may fall
into both categories, depending upon the facts of each case. No disciplinary action shall be
invalid solely because the disciplinary action is labeled incorrectly.?
The courts have interpreted Just Cause to mean satisfying the requirements of the
administrative code (as discussed in this policy) and in addition meeting an equitable test
discussed in case law. Human Resources staff should consult with agency legal counsel

about how case law has interpreted just cause with respect to past fact patterns.

§4.2. Unsatisfactory Job Performance
Unsatisfactory job performance means work-related performance that fails to
satisfactorily meet job requirements as set out in the relevant job description, work plan, or

as directed by the management of the work unit or agency.

§4.2(a) Addressing performance issues before disciplinary action
The intent of disciplinary action for unsatisfactory job performance is to promote
improved employee performance. When coaching and a documented counseling session
fail 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. For more

225 NCAC 01J .0604(b)
325 NCAC 01J .0604(c)

Disciplinary Action



§ 4.2(b)

STATE HUMAN RESOURCES MANUAL Discipline, Appeals & Grievances

Page 4
Effective: October 17, 2024

Disciplinary Action Policy

information on how to address performance issues prior to proceeding to disciplinary action,

please refer to the Performance Management Policy.

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 occurs when an employee fails to satisfactorily
meet job requirements.

Disciplinary actions administered for unsatisfactory job performance are intended to
prompt a permanent improvement in job performance. Should the employee’s performance
fail to improve in the time prescribed in a disciplinary action, or if the required improvement
later deteriorates, or other inadequacies occur, the manager or supervisor may deal with this
occurrence of uncorrected or new unsatisfactory job performance with additional
progressive disciplinary action(s).*

The determination that an employee has engaged in unsatisfactory job performance
is generally made by the supervisor in consultation with management. The supervisor’s
and/or managements’ determination should be reasonable, consistent, factually supported
and made in conjunction with the Human Resources Office. 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 quality, accuracy, quantity, promptness, work
habits, or by established deadlines;

2. Deficiencies in performance as required in the work plan or as noted in the
performance evaluation;

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

Insufficient or inappropriate customer service, service delivery, or teamwork;

Misuse/abuse of fiscal resources, including a wasteful use of State resources;

6. Absenteeism, tardiness, or other abuses of work time; and

425 NCAC 01J .0605(a), (b)
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7. Any other factors that, in the opinion of the supervisor and/or manager, are
appropriate to determine whether an employee’s performance constitutes

unsatisfactory job performance.

§4.3. What is Just Cause for Grossly Inefficient Job Performance?

Just cause to issue disciplinary action for grossly inefficient job performance exists
when an employee fails to satisfactorily perform job requirements as specified in their job
description, work plan, or as directed by the management of the work unit or agency, and
that act or failure to act causes or results in:

1. death or serious bodily injury or creates conditions that increase the chance for death

or serious bodily injury to an employee(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.

§4.4. What is Just Cause for Unacceptable Personal Conduct?

Just cause to issue a warning 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 means:

Conduct for which no reasonable person should expect to receive prior warning;

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

Conviction of a felony or an offense involving moral turpitude that is detrimental to or

negatively impacts the employee’s service to the State;

The willful violation of known or written work rules;

Conduct unbecoming a State employee that is detrimental to State service;

The abuse of client(s), patient(s), student(s), or person(s) over whom the employee

has responsibility or to whom the employee owes a responsibility, or the abuse of an

animal owned by or in custody of the State;

Disciplinary Action
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7. Material falsification of a State application or other employment documentation;®

8. Insubordination, which means the willful failure or refusal to carry out a reasonable

order from an authorized supervisor; and

Absence from work after all authorized leave credits and benefits have been

exhausted. (See alternatively the Separation Policy for information on Separation

due to Unavailability, which may apply to situations in which leave credits and
benefits have been exhausted.)

Examples of unacceptable personal conduct may include, but are not limited to:

+ Use of professional State credentials for personal gain (which may be an
example of unacceptable personal conduct type (1) and/or (5) above);

» Serious disruption in the workplace (which may be an example of unacceptable
personal conduct type (1), (4) and/or (5) above);

» Subjecting an employee, client, contractor, or customer to intentionally
discriminatory treatment or harassment. (which may be an example of
unacceptable personal conduct types (1), (2), (4) and/or (5) above); and

Falsification of work-related documentation, such as a timesheet (which may be an

example of unacceptable personal conduct type (1), (4), and/or (5) above.

Under Wetherington v. NC Department of Public Safety, 270 N.C. App. 161 (N.C. Ct. App.

Feb. 18, 2020) a manager or supervisor should consider the following factors when deciding

about the appropriateness of a disciplinary action for unacceptable personal conduct:

1.

@k 0N

The severity of the violations.

The subject matter involved.

The harm resulting from the violations.

Prior work history, including disciplinary and performance history; and

The discipline imposed in other cases involving similar violations.

5 Staff interpreting this provision should consider N.C.G.S. § 126-30 (see also 25 NCAC .01J 0616)
which provides any employee who knowingly and willfully:
» discloses false or misleading information, or
* conceals dishonorable military service; or
» conceals prior employment history or other requested information, either of which are significantly
related to job responsibilities
on an application for State employment may be subjected to disciplinary action up to and including
immediate dismissal from employment, but the severity of the disciplinary action shall be at the
discretion of the agency head. Dismissal shall be mandatory where the applicant discloses false or
misleading information in order to meet position qualifications.

Disciplinary Action
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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
appointment authority. The degree and type of action taken shall be based upon the sound
and considered judgement of the employing agency in accordance with this policy and after
consultation with the Human Resources Office.® Agency legal counsel should be consulted

as necessary.

Written Warning

The supervisor shall monitor and promote the satisfactory performance of work
assignments and ensure that employees do not engage in unacceptable personal conduct.
Unsatisfactory Job Performance

When the supervisor determines that disciplinary action is appropriate for

unsatisfactory job performance, a written warning is the first type of disciplinary action that
an employee shall receive. However, prior to the written warning, the manager/supervisor
should provide feedback, as described in the Performance Management Policy, to the
employee regarding the need for the employee to improve their performance. |If
performance does not improve following the feedback provided by the manager/supervisor
(coaching), a Documented Counseling Session (DCS) shall be conducted prior to beginning
disciplinary actions (including a PIP if it is issued as a disciplinary action, as described
below) for most performance issues. Any disciplinary action issued for unsatisfactory job
performance without a prior DCS must first be approved by the agency HR Director or
designee. If performance does not improve after the first written warning, a supervisor may

give additional written warnings or a higher level of disciplinary action.

6 While investigating or deciding upon either a potential disciplinary action or an EEO-related complaint,
agency staff may need to access material that otherwise would be inappropriate in the workplace, or
agency staff may need to obtain testimony about allegedly inappropriate remarks or conduct. It is not a
violation of policy — and it is not unsatisfactory job performance, grossly inefficient job performance, or
unacceptable personal conduct — to access inappropriate material, or to ask for or receive testimony that
otherwise would be inappropriate in the workplace, as part of a good faith effort to investigate or decide
upon a potential disciplinary action or an EEO-related complaint. To be a good faith effort, the
investigation must have been authorized by the agency head or agency Human Resources Director.

Disciplinary Action
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Performance Improvement Plan

A Performance Improvement Plan (PIP) is a disciplinary action only if it is in writing
and states it is a disciplinary action.” In order to be considered a disciplinary action, the PIP
must also include all other information listed in 25 NCAC 010 .0210. Agencies may issue
PIPs or other performance documentation that is not a written warning.
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 require a
written warning before management administers other disciplinary action in these types of
cases.
Written warnings shall:

1. Inform the employee in writing that it is a written warning, and not some other non-
disciplinary process such as counseling;

Inform the employee of the specific issues that are the basis for the warning;
Tell the employee what specific improvements, if applicable, shall be made to
address these specific issues;

4. Tell the employee the time frame allowed for making the required improvements or
corrections. Absent a specified time frame, 60 days is the time frame allowed for
correcting unsatisfactory job performance® and immediate correction is required for
grossly inefficient job performance or unacceptable personal conduct; and

5. Tell the employee the consequences of failing to make the required improvements or

corrections.

Disciplinary Suspension without Pay

An employee may be suspended without pay for disciplinary purposes for
unsatisfactory job performance after the receipt of at least one prior disciplinary action, or for
causes relating to any form of unacceptable personal conduct or grossly inefficient job
performance without any prior disciplinary action. Prior to placing an employee on

disciplinary suspension without pay, a management representative shall conduct a pre-

725 NCAC 010 .0210
8 Unsatisfactory job performance involving absenteeism, tardiness, or other abuses of work time may
require immediate improvement.
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disciplinary conference with the employee in accordance with the procedural requirements

of this policy.

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 disciplinary suspension for an

employee on a non-forty-hour week/schedule shall be no more than 80 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.

Type of Minimum Period Maximum Period for | Minimum Time Block
Employee for Disciplinary Disciplinary
Suspension Suspension

Subject to 1 work day 2 work weeks (10 At least 1 work day

FLSA work days)

Exempt 1 work week (five 2 work weeks (10 1 work week (five

from FLSA | work days) work days) work days) but no
portion of a full work
week.

Demotion

Any employee may be demoted as a disciplinary measure. Demotion may be made

based on 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 disciplinary action, or for

causes relating to any form of unacceptable personal conduct or grossly inefficient job

performance without any prior disciplinary action.

Disciplinary Action
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Prior to demoting an employee, a management representative shall conduct a pre -
disciplinary conference with the employee in accordance with the procedural requirements
of this policy.

Disciplinary demotions must be conducted in accordance with the appropriate salary

administration policies. See Demotion and Reassignment Policy

Dismissal

Dismissal may be a result of unsatisfactory job performance, grossly inefficient job
performance or unacceptable personal conduct. An employee may be dismissed for
disciplinary purposes for unsatisfactory job performance after the receipt of at least two prior
disciplinary actions, or for causes relating to any form of unacceptable personal conduct or
grossly inefficient job performance without any prior disciplinary 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.

Required Consultation

The supervisor recommending dismissal must discuss the recommendation with
appropriate agency management, including Human Resources. Agency legal counsel
should be consulted as necessary. Upon approval by agency management, a pre-

disciplinary conference shall be held with the employee.

Procedures for Issuing Disciplinary Action Other Than a Written Warning

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

intends to issue a written warning.
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§6.1. Prerequisites for Disciplinary Action
Unsatisfactory Job Performance Unacceptable Personal
Conduct or Grossly Inefficient
Job Performance
1. The employee must have a current unresolved 1. The employee must have a
incident of unsatisfactory job performance. current unresolved incident of
2. Demotion or suspension: the employee must unacceptable personal
have at least one active disciplinary action (these conduct or grossly inefficient
do not need to be related to the current incident). job performance.

3. Dismissal: the employee must have at least two 2. A Pre-Disciplinary Conference
active disciplinary actions (these do not need to (PDC) must have been held
be related to the current incident). * with the employee.

4. A Pre-Disciplinary Conference (PDC) must have

been held with the employee.

Note: Disciplinary actions related to personal conduct may be included in the progressive
system for performance-related dismissal provided the employee receives at least the
number of disciplinary actions, regardless of the basis of the disciplinary actions, required

for dismissal based on unsatisfactory job performance.

§6.2. Active 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. the manager or supervisor notes in the employee’s file that the reason for the
disciplinary action had been resolved or corrected;
2. the purpose of a performance based disciplinary action has been achieved, as

evidenced by an overall performance rating at an acceptable level or better and
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satisfactory performance in the goal(s) and/or organizational value(s) cited in the
disciplinary action;® or

3. 18 months have passed since the disciplinary action, and the employee does not
have another active disciplinary action which occurred within the last 18 months.

If an employee receives a new disciplinary action while he/she has an active
disciplinary action in their personnel file, the oldest active disciplinary action(s) in the file will
take on the life span of the most recent disciplinary 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.

§7. Procedures for Pre- Disciplinary Conference (PDC)

§7.1. Prior to the Conference
Before demotion, suspension or dismissal of an employee:

* A supervisor or management designee must schedule and conduct a Pre-
Disciplinary Conference (PDC) after discussing their recommendation with the
appropriate agency management and receiving management’s authorization to hold
the PDC.

* 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)
hour’s notice to the employee is required, advance notice should be as much time as
practical under the circumstances.

» The notice must inform the employee of the type of disciplinary action being
considered (demotion, suspension or dismissal), that a lesser disciplinary action is
possible, the conference time and location, and the specific acts or omissions that
are the reasons for the recommendation.

« If a demotion is being considered, the supervisor must inform the employee if the

demotion may change the employee’s compensation rate or classification title.

9 Disciplinary actions based only on unacceptable personal conduct or grossly inefficient job performance
cannot become inactive due solely to an acceptable performance management rating.
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* The person conducting the pre-disciplinary conference must have the authority to
recommend or decide what, if any, disciplinary action should be issued to the
employee.

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:

» If the person conducting the conference chooses, security may be present. In lieu
of security being present, the agency may require that the conference be held
virtually.

* In addition to the participants in the conference noted above, agency
procedures may provide for one additional neutral party if agreed upon by the
employee and management.

§7.1(a) Virtual Pre-Disciplinary Conference
The pre-disciplinary conference may be held virtually, upon agreement of the agency
representative and the employee (except when the agency has security concerns as noted
above). Both parties must have access to computer equipment with audio and video
capabilities, as well as the ability to send and receive e-mail during the virtual conference.
§7.1(b) Legal Representation
No attorneys representing either side may attend the conference nor shall any
witnesses attend the conference for either party. This provision does not prevent either
party from consulting with legal representation.
§7.1(c) Employee Absence
The employee’s failure to attend the PDC after receipt of written notification shall not
automatically stop the disciplinary process. In such situations, management must consult
with Human Resources to determine whether rescheduling the PDC is warranted.
§7.1(d) Recordings
There shall be no stenographic, audio, or video recording of the pre-disciplinary
conference by any participant. However, either party may take notes of the conversation
during the PDC.
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§7.2. During the Conference

During the conference, the person conducting the conference must:

* Give the employee written notice (hard copy or electronic) that the PDC cannot be
recorded by either party or attended by attorney representatives;

» Give to the employee written notice (hard copy or electronic) of the recommendation
for demotion, suspension or dismissal, including the specific reasons for the
proposed disciplinary action and a summary of the facts supporting the
recommendation; and

* Give to the employee an opportunity to respond to the recommended disciplinary
action, offer facts that are different from those offered by management and offer facts
in support of the employee's position. Every effort shall be made by management to
ensure an employee has every opportunity to set forth any available information in
opposition to the recommendation. This policy does not give an employee the right to

have witnesses present at the conference.

§7.3. Following the Conference
After the conference, management shall:

* Review all necessary information, consider the response of the employee, and
decide 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-disciplinary conference or after the end of the second business day
following the completion of the pre-disciplinary conference; and

* If management decides to demote, suspend, or dismiss the employee, then 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. The basis for the disciplinary action;

2. The effective date of the disciplinary action;

3. The specific acts or omissions that are the reason(s) for the disciplinary action;
4

The employee’s right to appeal and a copy of the grievance policy;
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5. If the disciplinary action is a dismissal, the employee shall be informed that a
copy of the written notice of the final decision is public record and open to
inspection per N.C.G.S. § 126-23.
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 effective date
of the dismissal for unsatisfactory job performance shall be no sooner than the date of the

written notice of dismissal and no later than 14 calendar days after the written notice.

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-disciplinary conference is a procedural violation.
If an agency fails to follow procedure, the agency shall be subject to the rules of the
Commission dealing with procedural violations as described in 25 NCAC 01J .1316.

The time for filing a grievance because of the demotion, suspension, or dismissal
does not start until the employee receives written notice of any applicable appeal rights.
Public Information

+ The date and type of each dismissal, suspension, or demotion for disciplinary
reasons taken by the agency are public records open to inspection per N.C.G.S.

§ 126-23.

+ If the disciplinary action was dismissal, a copy of the written notice of the final
decision including the specific acts or omissions are public records open to
inspection per N.C.G.S. § 126-23.

« If an employee is dismissed and appeals their 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
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letter is a public record and that the agency is required by law to release it pursuant

to any public record requests.

§ 7.4(b) Additional Pre-Disciplinary Conference

An additional pre-disciplinary conference is required if the employer receives new
information about the allegations of wrongdoing that requires additional investigation
and these specific acts or omissions were not included in the initial pre-disciplinary
conference notification letter.

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

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

circumstances, or if the employee requests the additional opportunity to 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 another pre-disciplinary 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-disciplinary conference or, if the employee was

not notified of the possibility of a lesser degree of disciplinary action.

If any agency determines an additional PDC is necessary, the agency will follow the

procedures described in § 7.1, 7.2 and 7.3 of this policy.
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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.

Investigatory Leave with Pay
Investigatory 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.

Procedures for Placing an Employee on Investigatory Leave with Pay'®

* Management must notify an employee in writing (hard copy or electronic) 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).

*  When an extension beyond the thirty-day period is required, the agency 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 an agency by the end of
the thirty-day period and no further extension has been granted, the agency must
either take appropriate disciplinary action based on the findings from the
investigation or return the employee to active work status.

* Under no circumstance is it permissible to use placement on investigatory leave with
pay for the purpose of delaying an administrative decision on an employee’s work
status pending the resolution of a civil or criminal court matter involving the

employee.

1025 NCAC 01J .0615(a), (b)
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§9.2. Acceptable Reasons for Initial Placement of an Employee on Investigatory Leave with
Pay"!

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

+ To investigate allegations of performance or conduct deficiencies that would
constitute just cause for disciplinary action;

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

* To avoid disruption of the work place and/or to protect the safety of persons or
property;

» To facilitate a 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 fithess to perform his or her essential job functions.

§9.2(a) Acceptable Reasons for Extending Investigatory Leave with Pay'?

- The matter is being investigated by law enforcement personnel, the investigation is
not complete, and the agency is unable to complete its own independent
investigation without facts contained in the law enforcement investigation, and the
agency is unable to conduct its own investigation;

* A management individual who is necessary for resolution of the matter is
unavailable; or

« A person or persons whose information is necessary for resolution of the matter

is/are unavailable.

§10. Right of Appeal
Every disciplinary action shall include notification to the employee in writing of any
applicable appeal rights.
An agency shall furnish to the employee, as an attachment to the written

documentation of any grievable disciplinary action, a copy of the State Grievance Policy.

1125 NCAC 016 .0615(c)
1225 NCAC 01J .0316(a)
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Waiver of Appeal Rights

If a disciplinary action is grievable, and the employee fails to timely grieve the

disciplinary action, the employee is deemed to have waived the right to contest the validity

of the disciplinary action.

Policy Responsibilities

Agency

Through the supervisor, the agency shall:

. Assure the satisfactory performance of work assigned to an employee of the work

unit. The supervisor’s determination of what is satisfactory is presumed to be
reasonable and factually supported;

Maintain and communicate an expectation of acceptable personal behavior by its
employees;

Initiate a disciplinary action when in the judgement of the supervisor the employee
has engaged in behavior prohibited by this policy;

Maintain records of disciplinary actions. All finalized actions must be placed in the
system of record designated by OSHR. (For example, in the HR/Payroll system as of
2024).

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; and

Have personnel trained in the administration of this policy.

Office of State Human Resources

ok~ wDd =

The Office of State Human Resources shall:

Provide for training in the administration of this policy;

Provide technical assistance and advice to agencies and universities;

Review agency compliance;

Establish reasonable benchmarks for program performance; and

Report and make recommendations to the State Human Resources Commission on

the discipline process.
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§11.3. State Human Resources Commission
The State Human Resources Commission shall:
1. ldentify corrective measures 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
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.

§12. Credentials
By statute, regulation, and administrative rule, some duties assigned to 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 required credentials can be dealt with as

disciplinary action, or through the Separation Policy.

§12.1. Falsification of Credentials
Falsification of employment credentials or other documentation about securing
employment constitutes just cause for disciplinary action. When credential or work
history falsification is discovered after employment with a State agency, 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 employee may be dismissed
without warning following a pre-disciplinary conference. An employee dismissed on
this basis shall be given a notice of the dismissal in writing that includes specific
reason for the dismissal and notice of the employee’s right to appeal.

2. In all other cases of post-hiring discovery of false or misleading information,
disciplinary action will be taken, but the severity of the disciplinary action shall be at

the discretion of the agency head.
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3. When credential or work history falsification is discovered before employment with a
State agency, the applicant shall be disqualified from consideration for the position in

question.

§13. 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 unacceptable 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:

» lowering the salary of an employee within their current pay grade, or

+ places the employee in a position at a lower pay grade with or without lowering the
employee’s salary.

Dismissal: The involuntary termination of an employee from employment for disciplinary

reasons or for failure to obtain or maintain necessary job-related credentials.

Grossly Inefficient Job Performance: Defined in §4.3 of this Policy.

Inactive Disciplinary Action: A disciplinary action 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:

- the manager or supervisor notes in the employee’s personnel file that the reasons for the
disciplinary action have been resolved or corrected; or

- the purpose of a performance based disciplinary action has been achieved, as
evidenced by an overall performance rating at an acceptable level or better and
satisfactory performance in the goal(s) and/or organizational value(s) cited in the
disciplinary action, or

« eighteen (18) months have passed since issuance of the warning or disciplinary action
and the employee has not received another active disciplinary action during the 18-
month timeframe.

Note: The completion of the personnel transactions necessary for a demotion or suspension

do not make the disciplinary action inactive. These actions remain active for 18 months.
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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: Defined in § 4.4 of this Policy.

Unsatisfactory Job Performance: Defined in § 4.2 of this Policy.

§14. Sources of Authority
This policy is issued under any and all of the following sources of authority:

« N.C.G.S. § 126-4(6), which authorizes the State Human Resources Commission to

establish policies governing the “appointment, promotion, transfer, demotion and
suspension of employees.”

« N.C.G.S. § 126-4(7a), which authorizes the State Human Resources Commission to

establish policies governing the “separation of employees.”

« N.C.G.S. § 126-4(10), which authorizes the State Human Resources Commission to

establish policies governing “other programs and procedures as may be necessary to
promote efficiency of administration and provide for a fair and modern system of
personnel administration.”

- N.C.G.S. § 126-30(c), which requires the State Human Resources Commission to “issue

rules and procedures” to implement N.C.G.S. § 126-30, the statute on fraudulent
disclosure and willful nondisclosure on applications for State employment.

- N.C.G.S. § 126-35(a), which states, “The State Human Resources Commission may

adopt, subject to the approval of the Governor, rules that define just cause.”
It is compliant with the following additional laws and regulations:
« N.C.G.S.§126-1.1, 126-23, and 126-30
- 25 NCAC 01J.0600, 25 NCAC 01J .1316, and 25 NCAC 010 .0210
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History of This Policy

Date

Version

December 15, 1969

First version. policy concerning disciplinary action and dismissal
designed to solve problems in a fair and equitable manner without

prejudice or favoritism.

December 29, 1975

Revised hearing procedure to shorten delay of hearings of new
evidence or exceptions to the findings and rulings of the hearing

officer.

January 7, 1976

Revised to provide for an impartial departmental employee relations
committee. Allows personnel officers to serve only in an advisory

capacity on personnel policy during grievance hearings.

September 30, 1977

Revised to provide law enforcement division to correct conduct of
law enforcement personnel when said division has specific narrowly
defined uses for suspension and the period of suspension does not

exceed 3 days.

December 1, 1984

Final Written Warning - As a part of counseling, management may
request employee to take up to a day’s leave with pay to consider
whether or not employee wishes to continue employment.
Suspension — a department may extend the period of investigatory
suspension without pay beyond the 45-day limit. Permanent

employees may file an appeal of disciplinary action.

February 1, 1985

Established procedures for administering the Disciplinary Action,

Suspension and Dismissal Policy.

August 1, 1985

Revised pre-dismissal hearing policy due to decision of the US
Supreme Court, which defined minimum procedural due process

due employees upon being dismissed.

December 1, 1985

Changed pay in lieu of notice to apply to situations other than job

performance.

January 1, 1988

Added section on credentials - applicant information and application.

June 1, 1988

Dismissal during probationary or trainee period revised to conform to

legislation.
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May 1, 2004

Delete the Grandfather provision, which is outdated.

August 1, 1988

Pre-suspension and pre-demotion conferences added. Agencies do
not need to inform OSP as disciplinary suspensions without pay

since its purpose in monitoring the use has been served.

April 1, 1989

Changed process for filing grievances/

July 1, 1989

Clarification of warnings/reprimands based on personal conduct.
Such warnings cannot be used to shorten the mandatory three

warning process for job performance dismissal.

November 1, 1989

Employee may be given 2 weeks pay in lieu of notice without getting
prior approval. Technical change that requires at least one
disciplinary action to be taken in cases of falsification. Deleted pay in

lieu of notice for falsification.

March 1, 1990

Allows management to have a witness or security personnel present

at predismissal conference if deemed necessary.

March 1, 1991

Employee Appeals & Grievances — revised to require approval of

SPC for any settlement or agreement which requires exception to

policy.

September 1, 1991

Dismissal part of policy revised. 7-1-93 Change “permanent” to

“career.”

August 2, 1993

“Just cause," unacceptable job performance, unacceptable personal

conduct defined.

October 1, 1995

Entire policy revised.

January 1, 2002

Page 18 changed to conform to current rule which states that "A
second management representative may be present at
management's discretion."

Page 19 changed to conform to current rule which states that the
decision should not be communicated after the end of the second

business day following the completion of the conference.

May 1, 2004

Delete the Grandfather Provision, which is outdated.

July 1, 2004

Disciplinary Action, Suspension and Dismissal Clarified Falsification

of Credentials as follows: (1) Deleted last paragraph under “What is
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just cause for grossly inefficient job performance?” (2) Revised
paragraph on Obtaining and Maintaining Credentials. (3) Revised

Paragraph 1 under Falsification of Credentials.

July 1, 2010

Deletes the out-dated provision for an extension under the definition
of Inactive Disciplinary Action. “Extensions” of disciplinary actions
were permitted initially to provide a smooth changeover from a
system with no time limits on disciplinary actions to a system with an
18 month time limit. Since we are now well beyond 18 months past
1995, this provision is no longer needed and is occasionally

confusing.

February 1, 2011

The 2010 General Assembly passed House Bill 961 which, among
other things, made the dismissal letter public information. This rule
explains how to mesh the statutory requirement that the dismissal
letter be public with the reality that the final dismissal letter might not
contain the same reasons as originally used. It also provides a
process that contemplates that the employee might in fact be
reinstated as a result of the internal appeals process and not even

be dismissed as a final agency action.

October 1, 2017

Updated to support the performance management policy, clarify or
expand existing information in the policy, and delete outdated
portions of the policy. The specific disciplinary procedures have not

changed.

August 7, 2023
(effective September
15, 2023)

All sections of the policy revised. Added cross references to other
policies, removed gendered language, revised language that was
inconsistent with the North Carolina Administrative Code to be
consistent with the Code, including the definition of Unacceptable
Personal Conduct, added footnotes with citations to the
Administrative Code, removed definitions that were already written

elsewhere in policy, and added reference to specific policy section.

October 17, 2024

« Added a footnote to Section 5, Types of Disciplinary action that

states:
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“While investigating or deciding upon either a potential disciplinary
action or an EEO-related complaint, agency staff may need to
access material that otherwise would be inappropriate in the
workplace, or agency staff may need to obtain testimony about
allegedly inappropriate remarks or conduct. It is not a violation of
policy — and it is not unsatisfactory job performance, grossly
inefficient job performance, or unacceptable personal conduct — to
access inappropriate material, or to ask for or receive testimony that
otherwise would be inappropriate in the workplace, as part of a good
faith effort to investigate or decide upon a potential disciplinary action
or an EEO-related complaint. To be a good faith effort, the
investigation must have been authorized by the agency head or
agency Human Resources Director.”

- Edited Section 11.1, Agency Responsibilities, to make clear

finalized actions needed to be placed in the electronic system of

record, the HR/Payroll System.
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§1. Policy

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.
Each agency shall adopt this Employee Grievance Policy as approved by the State Human
Resources Commission. Agencies may supplement this policy by developing additional
internal procedures beyond the informal discussion process for issues that may only be
grieved at the agency level.

§2 Objectives
In establishing this Employee Grievance Policy, the State Human Resources
Commission seeks to achieve the following objectives:
« Provide procedural consistency across the agencies of North Carolina 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.

§3. Definitions

The following are definitions of terms used in this policy:

Term Definition

Agency A State department, office, board, or commission.

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

reemployment for a position in a State agency.

Career State A State employee who is in a permanent position with a permanent

Employee appointment and has been continuously employed by the State of

North Carolina or a local entity as provided in G.S. 126-5(a)(2) in a

position subject to the North Carolina Human Resources Act for the

immediate 12 preceding months.
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Employees who are hired by a State agency, department or
university in a sworn law enforcement position and who are required
to complete a formal training program prior to assuming law
enforcement duties with the hiring agency, department or university
shall become career State employees only after being employed by

the agency, department or university for 24 continuous months.

Complainant

An applicant, probationary State employee, former probationary
State employee, career State employee or former career State
employee who initiates an informal complaint through the Equal

Employment Opportunity (EEO) Informal Inquiry process.

Contested Case

Issue

A grievable issue that may be appealed to the Office of

Administrative Hearings.

Equal Employment
Opportunity

Informal Inquiry

An informal process for addressing allegations of unlawful
discrimination, harassment and retaliation that may facilitate a

resolution prior to the filing of a grievance.

Final Agency

Decision

The final decision issued by the Agency Head that concludes the

internal grievance process.

Formal Internal
Grievance

Process

The process available to an applicant, probationary State employee,
former probationary State employee, career State employee or
former career State employee to file a formal grievance based on

issues that are defined as grievable by State statute.

Formal Internal
Grievance

Process Timeframe

The internal grievance process must be completed within 90
calendar days. Time spent in the Informal Discussion and the EEO

Informal Inquiry is not included in the 90-calendar day timeframe.

Grievable Issue

A workplace event or action as defined by NC State statute as
grievable that allows an eligible employee to challenge the alleged
workplace event or action through established grievance procedures

for resolution.

Grievant

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

employee who initiates a grievance.

Grievance Policy
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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 sought.

Hearing Officer

An officer appointed by an agency to oversee the proceedings of a
hearing and submit a proposed recommendation for a Final

Agency Decision (FAD).

Hearing Panel

An agency appointed panel of no less than three members selected
to conduct a hearing. The designated panel chair has the
responsibility to 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 an agreement.

Informal Discussion

An informal process for addressing a grievable issue that may
facilitate a resolution prior to the filing of a formal grievance and the
process for addressing issues for which one may not file a formal

grievance.

Mediation

The process in which the grievant and the agency respondent use a
neutral third party(s) to attempt to resolve a grievance in a mutually
acceptable manner. Responsibility for resolving the grievance rests

with the parties.

Mediation

Agreement

The written agreement resulting from the successful resolution of a
grievance reached in mediation. The Mediation Agreement is legally

binding on both parties.

Mediator

A neutral third party(s) approved by the Office of State Human
Resources (OSHR) whose role is to guide the mediation process,
facilitate communication, and assist the parties to generate and
evaluate possible outcomes for a successful resolution.

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 North
Carolina Human Resources Act only because the employee has not
been continuously employed by the State for the time period

required to become a career State employee.
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Respondent

A designated agency representative who has the authority to
negotiate an agreement, as appropriate, on behalf of the agency to

resolve a grievance.

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 employee or former career State employee.

The following issues may be grieved at the agency level only through the Informal

discussion process outlined in Section 7 of this policy, however the employee shall not

proceed to the formal internal grievance process. If applicable, employees may follow any

supplemental agency procedure for issues that may be grieved at the agency level only.

Applicant for State
employment (initial
hire, promotion or

reemployment)

1.

Denial of request to remove inaccurate and misleading
information from applicant file (excludes the contents of a

performance appraisal and written disciplinary action)

Probationary State
employee or former
probationary State

employee

Denial of request to remove inaccurate and misleading
information from personnel file (excludes the contents of a

performance appraisal and written disciplinary action)

Career State
employee or former
career

State employee

Denial of request to remove inaccurate and misleading
information from personnel file (excludes the contents of a
performance appraisal and written disciplinary action)

Overall performance rating of less than “meets expectations” or
equivalent as defined in the Performance Management

Policy

The following issues must first be grieved through the formal internal grievance

process. If the grievant is not satisfied with the Final Agency Decision (FAD), the grievant

may appeal to the Office of Administrative Hearings.
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Who May File

Grievable Issues

Applicant for State
employment (initial
hire, promotion or

reemployment)

Denial of hiring or promotional opportunity due to failure to post
position (unless hiring opportunity is not required to be posted
by law)

Denial of veteran’s or National Guard preference as provided
for by law

Unlawful discrimination or harassment based on race, religion,
color, national origin, sex (including sexual orientation, gender
identity and expression, and pregnancy), age, disability, genetic
information, or political 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 discrimination based on race,
religion, color, national origin, sex (including sexual orientation,
gender identity and expression, and pregnancy), age, disability,
genetic information, or political affiliation if the applicant

believes that he or she has been retaliated against in his or her

application for employment

Grievance Policy
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Probationary State
employee or former
probationary State

employee

Denial of hiring or promotional opportunity due to failure to post
position (unless hiring opportunity is not required to be posted
by law)

Denial of veteran’s or National Guard preference as provided
for by law

Any retaliatory personnel action for reporting improper
government activities (“whistle blower”)

Unlawful discrimination or harassment based on race, religion,
color, national origin, sex (including sexual orientation, gender
identity and expression, and pregnancy), age, disability, genetic
information, or political affiliation if the employee believes that
he or she has been discriminated against in the terms and
conditions of employment.

Retaliation against an employee for protesting (objecting to or
supporting another person’s objection to) unlawful
discrimination based on race, religion, color, national origin, sex
(including sexual orientation, gender identity and expression,
and pregnancy), age, disability, genetic information, or political
affiliation if the employee believes that he or she has been

retaliated against in the terms and conditions of employment
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Exempt Managerial

employee

+ Denial of veteran’s or National Guard preference as
provided for by law

+ Unlawful discrimination or harassment based on race,
religion, color, national origin, sex (including sexual
orientation, gender identity and expression, and pregnancy),
age, disability, genetic information, or political affiliation if the
employee believes that he or she has been discriminated
against in the terms and conditions of employment.

+ Retaliation against an employee for protesting (objecting to
or supporting another person’s objection to) unlawful
discrimination based on race, religion, color, national origin,
sex (including sexual orientation, gender identity and
expression, and pregnancy), age, disability, genetic
information, or political affiliation if the employee believes
that he or she has been retaliated against in the terms and

conditions of employment

Advisory Note: Certain statutory exempt employees may be able to grieve denial of

veteran’s and National Guard preference as provided for by law. Referto N.C.G.S. §
126-82(d) and § 126-83 for details.

In addition to the grievable issues listed above, a career State employee or former

career State employee may also grieve the following issues.

Career State
employee or
former career

State employee

Dismissal, demotion, or suspension without pay for disciplinary
reasons without just cause

Involuntary non-disciplinary separation due to unavailability
Denial of reemployment or hiring due to denial of reduction in-
force priority as required by law (N.C.G.S. § 126-7.1)

Denial of promotional opportunity due to failure to give priority
consideration for promotion to a Career State employee as
required by law (N.C.G.S. § 126-7.1)
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§5. Grievance Process for All Grievable Issues

A. A grievance or complaint must be initiated in accordance with this policy within 15
calendar days of the alleged event or action that is the basis of the grievance.

1. Any grievance or complaint that alleges unlawful discrimination, harassment or
retaliation shall be addressed and completed through the Equal Employment
Opportunity (EEO) Informal Inquiry process before being considered in the formal
internal grievance process.

2. All grievable issues, except for issues pertaining to discrimination, harassment,
retaliation, disciplinary actions, and non-disciplinary separation due to unavailability
must first be discussed with the immediate or other appropriate supervisor in the
employee’s chain of command or other appropriate personnel 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 internal grievance. The informal discussion shall not
be part of grievances related to disciplinary actions as well as non-disciplinary
separation due to unavailability.

B. Disciplinary action and non-disciplinary separation due to unavailability grievances shall
bypass the Informal Discussion and proceed directly to the formal internal grievance
process. Disciplinary 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 EEO Informal Inquiry process before proceeding to the formal
internal grievance process. Likewise, a grievance that involves both a separation due to
unavailability and an allegation of unlawful discrimination, harassment or retaliation shall
first be addressed through the EEO Informal Inquiry process before proceeding to the
formal internal grievance process. After the EEO Informal Inquiry process is completed,
the employee may pursue, under the procedures below, all remaining grievable issues
that are eligible to be considered in the formal grievance process.

C. Grievances that are untimely filed or do not contain a grievable issue as defined in
Section 4 of this policy shall not proceed through the grievance process. Grievable
issues that have not been substantiated or responded to by the agency shall still be

permitted to proceed through the grievance process.
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§ 6. Unlawful Discrimination, Harassment, or Retaliation Grievance Procedures
§ 6.1.0ption 1: EEO Informal Inquiry for Unlawful Discrimination, Harassment or Retaliation’

An applicant for State employment, probationary State employee, former
probationary State employee, career State employee or former career State employee
(hereafter referred to as complainant) alleging unlawful discrimination, harassment or
retaliation shall first file a complaint with the agency Equal Employment Opportunity (EEO)
Officer or other designated personnel within 15 calendar days of the alleged discriminatory
or retaliatory act that is the basis of the complaint.

If the complainant alleges facts that would constitute unlawful discrimination,
harassment, or retaliation as prohibited by law, the complaint will be investigated as a part of
the agency’s EEO Informal Inquiry. The investigation will determine if the facts related to the
allegations support a finding of reasonable cause, or no reasonable cause, to believe
unlawful discrimination, harassment, or retaliation occurred.

The EEO Informal Inquiry should be completed in a prompt timeframe not to exceed
90 calendar days. The agency has 75 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 that are unavoidable or
beyond the control of either party. Any extension shall not exceed 15 calendar days.

If there is reasonable cause to believe that unlawful discrimination, harassment, or
retaliation occurred, management shall attempt to take appropriate action to resolve the
matter. The agency shall inform the Complainant in writing regarding the conclusions of the
EEO Informal Inquiry, including applicable appeal rights. If the complaint is successfully
resolved, the complainant will sign a letter of agreement with the agency detailing the terms
of the resolution. 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, the
Complainant has 15 calendar days from receipt of the written conclusions of the EEO
Informal Inquiry to file a formal grievance, which will commence with Step 1 mediation. If the

complainant has not been sent a response from the agency after 90 calendar days from the

T Any employee, regardless of whether they are exempt from the SHRA, may utilize the EEO Informal
inquiry process to raise a complaint related to discrimination, retaliation, or harassment. This does not
allow employees exempt from the provisions of N.C.G.S. § 126-34.01 and § 126-34.02 to proceed to the
formal internal grievance process.
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agency’s receipt of the EEO Informal Inquiry, the complainant may continue the process by
filing a formal grievance.?

At any point in the grievance process, the complainant/grievant has the right to
bypass discussions with or review by the alleged offender. Time spent in the EEO Informal

Inquiry is not a part of the formal internal grievance process.

§6.2.0ption 2 - External Filing of a Discrimination Charge

The complainant alleging unlawful discrimination, harassment or retaliation has the
right, at any time, to bypass or discontinue the EEO Informal Inquiry or the formal internal
grievance process and file a charge directly with the Equal Employment Opportunity
Commission (EEOC). The complainant may not, however, file a contested case with the
Office of Administrative Hearings if the internal process has not been completed.
Information about filing an EEOC charge and deadlines for filing the charge can be found at:

https://www.eeoc.qov/filing-charge-discrimination and the EEOC Public Portal at

https://publicportal.eeoc.gov or by calling the EEOC regional offices located in Raleigh,
Greensboro and Charlotte at 1-800-669-4000.
Information about filing through the Civil Rights Division of the Office of

Administrative Hearings can be found at: https://www.oah.nc.gov/civil-rights-division or by
calling 984-236-1850.

§ 6.3.0ption 3 - Simultaneous Internal and External Filing of a Discrimination Charge

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 EEO Informal Inquiry or the formal internal grievance process.

§7. Informal Discussion
A request 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 filing a grievance about

any issue, excluding unlawful discrimination, harassment or retaliation, disciplinary actions,

2 The 15 calendar day period in which a complainant must file a formal grievance to continue the process
does not begin until a written response is received by the complainant.
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and non-disciplinary separation due to unavailability, the employee shall first discuss the
grievable issue with the immediate, or other appropriate supervisor in the employee’s chain
of command, or other appropriate personnel or agency that has jurisdiction regarding the
alleged event or action that is the basis of the grievance.

The employee must clearly declare to the supervisor or other appropriate personnel
that the Informal 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 15-calendar days after the request
for an Informal Discussion is made by the employee. However, if progress is being made
toward a successful resolution to the dispute or if there are occurrences that are
unavoidable or beyond the control of either party (e.g. illness), both parties may agree to an
extension. This extension must be agreed to in writing and approved by HR.

The supervisor or other appropriate personnel shall notify Human Resources when
an employee requests an Informal Discussion. The supervisor or other appropriate
personnel is responsible for attempting to resolve the grievable issue with the employee.
Human Resources shall serve as a content and procedural 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 to the employee and
Human Resources by the supervisor or other appropriate personnel in writing. If the issue is
not successfully resolved or if no written response is provided within the 15 calendar day
timeframe, the employee may proceed by filing a formal grievance. An employee has 15
days from the date the informal discussion process concludes (either by receiving a written
response or by the time frame, including agreed upon extended timeframes, ending with no
written response) to file a formal internal grievance. Time spent in the Informal Discussion is

not a part of the formal internal grievance process.
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Grievance Process for Disciplinary Actions

Disciplinary action grievances, to include 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 internal grievance process.

Formal Internal Grievance Process

The employee must begin the formal internal grievance process by filing a written
grievance request to the Human Resources Director or designee within the agency in
accordance with the Employee Grievance Policy. The employee must complete any of the
required informal processes within the stated time frames. The employee must file a formal
grievance within 15 calendar days of the alleged event or action that is the basis of the
grievance or within 15 days of receiving a response at the conclusion of any informal

process(es). Mediation is Step 1 in the formal internal grievance process.

Step 1 - Mediation

Mediation is the process in which a grievant and an agency respondent use a neutral
third party(ies) to attempt to resolve a grievance. Mediation provides the grievant and the
agency respondent an opportunity to openly discuss the grievance in a neutral environment

with the goal of reaching a mutually acceptable resolution.

§10.1. Mediation Process

OSHR maintains a process to assign mediators 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 concluded within 35 calendar days from the
filing of the grievance unless the grievant and the agency mutually agree to extend the time
due to occurrences that are unavoidable or beyond the control of either party.

Any extension of Step 1 will not extend the 90-calendar day timeline.

§10.2. Location and Time Allocation

Mediation shall be conducted in a location identified by the agency. The manner in
which the mediation is conducted, either virtually, telephonic or in-person, shall be

approved by the OSHR Mediation Coordinator or designee. The mediation shall be
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scheduled for an amount of time determined by the mediator(s) to be sufficient. Mediation

may be recessed by the mediator(s) and reconvened at a later time.

§10.3. Limited to Office of State Human Resources-Approved Mediators
Only OSHR-approved mediators will mediate grievances for State agencies. OSHR
will maintain a pool of qualified mediators to facilitate mediations. Mediators will not be selected

from the agency requesting the mediation.

§10.4. Mediation Attendees

The following individuals may attend a mediation:

* The grievant;

* The designated agency representative serving as the respondent who has the

authority to negotiate an agreement, as appropriate, on behalf of the agency; and

* The OSHR-appointed mediator(s).

* The OSHR Statewide Mediation Coordinator or designees may attend

mediations as observers.

Emergency substitution of a mediator must be approved by the OSHR Mediation
Coordinator or designee. Attorneys and other advisors may not attend the mediation. Either
the grievant or respondent may ask for a recess at any time to consult with an attorney or
other advisor.

There shall be no stenographic, audio, or video recording of the mediation process
by any participant. This prohibition includes recording either surreptitiously or with the

agreement of the parties.?

§ 10.5. 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.

3 Rules of Mediation for Matters Before the Clerk of Superior Court, Rule 4: (d)
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The original signed Mediation Agreement is provided to the agency Human
Resources Office. A copy of the signed Mediation Agreement is provided to the
grievant, respondent and the OSHR Mediation Coordinator.

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:

§10.6.

The grievant and the respondent will sign a Notice of Impasse stating that the
mediation did not result in an agreement.

The original signed Notice of Impasse is provided to the agency Human
Resources Office. A copy of the signed Notice of Impasse is provided to the
grievant, the respondent and the OSHR Mediation Coordinator.

Before signing the impasse form, the agency shall inform the grievant of the Step
2 grievance process, the corresponding Step 2 grievance form and that the filing
must be received by the agency within 5 calendar days of the date on which

mediation resulted in an impasse.

Limitations on a Mediation Agreement

The Mediation Agreement shall serve as a written record and shall:

Not contain any provision(s) contrary to State Human Resources Commission
policies, administrative rules, and applicable State and Federal law;
Not contain any provision(s) that exceeds the scope of the parties’ authority; and

Not be transferable to another State agency.

When mediation resolves a grievance but it is determined upon agency or OSHR

review that one or more provisions of the Mediation Agreement do not comply with the

State Human Resources Commission policies or rules or applicable State or Federal

laws, the mediation shall be reconvened to resolve the specific issue(s). If the parties are

unable to resolve the noncompliance issue(s), the mediation will impasse and the

grievant may proceed to Step 2 of the internal grievance process. This will not extend

the 90 calendar day timeframe of the formal internal grievance process.

Should additional information or clarification be needed to effectuate the terms of the

agreement, communication with all parties may occur remotely. If the mediator who

Grievance Policy



STATE HUMAN RESOURCES MANUAL Discipline/Appeals/Grievances
Page 16
Effective: October 17, 2024

Employee Grievance Policy (cont.)

facilitated the mediation is not available, the OSHR Mediation Coordinator or designee

will have the authority to stand in place of the mediator in these communications.

§10.7. Confidentiality of Documents Produced in Mediation

All documents generated during mediation and any communications shared in

connection with mediation are confidential to the extent provided by law.

§10.8. 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 personnel transaction to be processed,
except where the only personnel action is the substitution of resignation for dismissal. If
a mediation agreement involves an exception to State Human Resources Commission
policy, the approval of the Director of the Office State Human Resources or designee is
required.

Mediation agreements requiring OSHR approval shall follow OSHR Settlement

Guidelines.

§10.9. Mediation Responsibilities
§109(a) Grievant Responsibilities
The grievant is responsible for:

* Attending the mediation as scheduled by the agency;

* Notifying and receiving approval from Human Resources, in advance of the
scheduled mediation, if occurrences that are unavoidable or beyond the
control of the grievant prevent attendance at the mediation;

* Preparing for the mediation by being able to provide clear and concise
information regarding the issues surrounding the grievance and the remedies
sought; and

* Making a good faith effort to resolve the grievance.

A grievant who has an unexcused failure to attend mediation as scheduled forfeits

the right to proceed with the internal grievance process.
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§10.9(b) Respondent Responsibilities

The respondent is responsible for:

+ Attending the mediation as scheduled by the agency;

* Notifying Human Resources, in advance of the scheduled mediation, if
occurrences that are unavoidable or beyond the control of the respondent
prevent attendance at the mediation;

* Preparing for the mediation by becoming knowledgeable regarding the
issues surrounding the grievance and remedies sought;

» Consulting with management, Human Resources and/or legal counsel
regarding possible areas of negotiation for grievance resolution; and

* Making a good a faith effort to resolve the grievance.

If a respondent has an unexcused failure to attend mediation as scheduled, the

grievant may either proceed to Step 2 of the Formal Grievance Process or reschedule

the mediation if time allows as determined by the OSHR Mediation Coordinator. if the

mediation is not rescheduled, the agency must provide notice of appeal rights to the

grievant and the Step 2 Grievance Form must be filed within 5 calendar days of the

original date of mediation. This will not extend the 90 calendar day timeframe of the

formal grievance process.

§109(c) 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;

Ensuring that the grievant receives appropriate information about the mediation
process;

Designating 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 resolves the grievance;
Ensuring that the selected respondent is adequately prepared for the mediation
and has had discussions with management and Human Resources to identify

possible areas of negotiation for grievance resolution;
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Ensuring appropriate personnel (management, Human Resources and/or legal
counsel) are available to respond to any issues that may arise during the course of
the mediation;

Designating appropriate personnel to be available to review the terms of the draft
agreement to ensure it is complete, complies with State Human Resources
Commission policies or rules or applicable State or Federal laws, and contains the
necessary information for implementation;

Ensuring confidentiality of the mediation to the extent provided by law;

Identifying suitable locations for mediations;

Using only OSHR-approved mediator(s) for each mediation session;

Reimbursing mediators for travel at state-approved rates;

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

Working with agency management to obtain funding for the initial and ongoing

training of agency nominated mediators.

§109(d) Office of State Human Resources Responsibilities

The Office 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 trainings;

Maintaining a process for assigning mediators upon agency request;
Ensuring that mediators adhere to the OSHR Mediator Code of Conduct; and

Conducting ongoing studies/analyses to evaluate program effectiveness.

§11. Step 2 - Hearing

§11.1.

Hearing Officer or Hearing Panel Process

If mediation does not result in a resolution at Step 1, the grievant is entitled to

proceed to Step 2 of the internal grievance process. The Step 2 grievance form must be

received by the agency within 5 calendar days of the date on which mediation resulted

in an impasse. Human Resources will notify the grievant of the opportunity to present
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the grievance to a reviewer(s) outside of the grievant’s chain of command, e.g., 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 occurrences that are unavoidable or beyond
the control of either party. Any extension of Step 2 will not extend the 90 calendar day

timeline.

§11.2. Right to Challenge Appointed Hearing Officer or Hearing Panel Members
The grievant shall have one opportunity to challenge the appointed Hearing Officer
or up to 2 members of the Hearing Panel if the grievant believes they cannot render an
unbiased recommendation due to a real or perceived conflict of interest. The grievant
must submit the basis for the challenge in writing pursuant to their agencies’ established
process, within 5 calendar days of the date the grievant receives notification of the
name(s) of the Hearing Officer or Hearing Panel. Management will review the challenge

and replace the Hearing Officer or Hearing Panel members as appropriate.

§11.3. Hearing Attendees
* The grievant who initiated the grievance;
» The Hearing Officer or Hearing Panel members;
* Witnesses giving testimony, as approved by the Hearing Officer or Hearing Panel
Chair; and
* Appropriate agency and HR representatives.

Attorneys and other advisors may not attend the hearing. Either party may ask the
Hearing Officer or the Hearing Panel Chair for a recess at any time to consult with an
attorney or other advisor.

There shall be no stenographic, audio, or video recording of the hearing by any

participant, except as approved by management in accordance with agency process. .
§11.4. Grievance Presented to Hearing Officer or Hearing Panel

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

the parties to present information relevant to the nature of the grievance, facts upon
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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 question witnesses.

§11.5. Proposed Recommendation for Final Agency Decision
The Hearing Officer or Hearing Panel Chair will draft a proposed recommendation,

including an explanation and justification to support the recommendation, for a Final
Agency Decision. The proposed recommendation will be submitted to the Agency Head
or designee. The Agency Head or designee shall submit their proposed recommendation
for a Final Agency Decision to the Director of the Office of State 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.

§ 11.6. Office of State Human Resources Review
The Director of the Office of State Human Resources or designee shall review
the proposed recommendation for a Final Agency Decision based on established
criteria. The Director or designee may approve as written or may provide
recommendations for modification 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.

§11.7. Final Agency Decision
The agency shall issue the Final Agency Decision to the grievant within 5
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.

4The requirement to issue the Final Agency Decision (FAD) within 90 calendar days of the filing date is
met when the agency transmits the FAD to the grievant within 90 calendar days. The grievant does not
have to receive the FAD within 90 days to meet the requirement.
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§11.8.

Settlement Approval

The approval of the Director of the Office of State Human Resources or

designee is required for settlements that need a personnel transaction to be processed,

except where the only personnel action is the substitution of a resignation for a

dismissal. If a settlement involves an exception to the State Human Resources

Commission policy, the approval of the Director of the Office of State Human Resources

or designee is required.

§11.9.

Hearing Responsibilities

§11.9(a) Grievant Responsibilities

The grievant is responsible for:

Attending the hearing as scheduled by the agency;

Notifying and receiving approval from Human Resources, in advance of the
scheduled hearing, if occurrences that are unavoidable or beyond the control of the
grievant prevent attendance at the hearing; and

Preparing for the hearing by being able to present clear and concise information

regarding the issues surrounding the grievance and remedies sought.

A grievant who has an unexcused failure to attend a hearing as scheduled forfeits

the right to proceed with the internal grievance process.

§11.9(b) Hearing Officer/Hearing Panel Chair Responsibilities

The Hearing Officer/Hearing Chair is responsible for:

Calling the hearing to order and establishing the process for the proceedings;
Maintaining order and decorum;

Presiding over the hearing to allow the parties to present information relevant to
the nature of the grievance, facts upon which the grievance is based, and the
remedies sought

Ensuring that all parties are allotted adequate time to present evidence and

question witnesses; and
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*  Submitting a proposed recommendation for a Final Agency Decision on all

grievable matters raised by the grievant.®

§11.9(c) Agency Human Resources Responsibilities
The agency is responsible for:

+ Establishing the use of either a Hearing Officer or a Hearing Panel;

» Administering the hearing process within the agency;

« Ensuring 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;

* Consulting with OSHR on the proposed Final Agency Decision recommendation;
and

* Issuing a Final Agency Decision.

Appeal to the Office Of Administrative Hearings
§12.1. Agency Requirements to Notify Grievant of Appeal Rights
The Final Agency Decision shall inform the grievant in writing of any applicable
appeal rights through the Office of Administrative Hearings for contested case issues.
The grievant 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 30
calendar days after the grievant receives the FAD; and

» Afee is charged for filing a Petition for a Contested Case Hearing.

§12.2. Grievant Access to the Office of Administrative Hearings
If the grievant has completed the internal grievance process and is not satisfied with
the Final Agency Decision, the grievant may file a Petition for a Contested Case Hearing

in the Office of Administrative Hearings in cases where the grievable issue may be

5 A hearing officer may not decline to hear a grievable issue raised by the grievant solely because the
agency did not complete the informal inquiry process within the deadline stated in this Policy.
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appealed. An Administrative Law Judge will conduct a hearing and render a Final

Decision.

A Petition 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 New Hope Church Road (mailing and physical address)
Raleigh, NC 27609

984-236-1850

Hearing procedure requirements and filing form (OAH Form H-06A) can be obtained
from the Office of Administrative Hearings at: http://www.ncoah.com/hearings/ or by
calling 984-236-1850.

§13. Responsibilities for the Employee Grievance Policy
§13.1. Agency Human Resources Responsibilities
Each agency shall:

» Adhere to the Employee Grievance Policy as adopted by the State Human
Resources Commission;

* Develop and communicate internal grievance procedures as needed,;

» Provide current employees and new hires with access to the Employee Grievance
Policy;

* Notify all employees of any change to the 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.

§13.2. Office of State Human Resources Responsibilities

The Office of State Human Resources shall:
* Present the Employee Grievance Policy to the State Human Resources
Commission for approval at any time modifications are made;
» Notify agencies of changes to this policy once approved by the State Human
Resources Commission.

* Provide consultation and technical assistance to agencies as needed; and
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» Conduct ongoing studies/analyses to evaluate policy effectiveness.

§14. Written Responses
When required to provide a written response, it is advisable for agency human
resources staff to confer with agency legal counsel regarding customized, appropriate

content of the various responses to the employee.

Agencies should confer with their legal counsel on when a letter would be considered

received by the employee.

§15. Savings Clause
If any provision of this Policy or its application to any person or circumstances is held
invalid by any court of competent jurisdiction, this invalidity does not affect any other
provision or application of this Policy which can be given effect without the invalid provision
or application. To achieve this purpose, the provisions of this Policy are declared to be

severable.

§16. Sources of Authority

* N.C.G.S. § 126-4(9) authorizes the State Human Resources Commission to

establish policies and rules on “[t]he investigation of complaints and the issuing of
§such binding corrective orders or such other appropriate action concerning
employment, promotion, demotion, transfer, discharge, reinstatement, and any other
issue defined as a contested case issue by this Chapter in all cases as the

Commission shall find justified.”

* N.C.G.S. § 126-34.01 states that employees with a grievance “shall follow the

grievance procedure approved by the State Human Resources Commission.”

« N.C.G.S. § 126-34.02 is the statute establishing the grievance appeal process.

e N.C.G.S. § 126-4(17) and 126-34.2 authorize the State Human Resources

Commission, to establish policies and rules for alternative dispute resolution

procedures.
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« N.C.G.S. § 126-25 sets out the process for a State employee or applicant to object to

material in their employee file.

* N.C.G.S. § 126-35 authorizes the State Human Resource Commission to adopt rules

subject to approval of the Governor defining just cause for disciplinary actions.

+ 25 NCAC 01J .1302 sets grievance procedure requirements for agencies and

universities.

§17. History of This Policy

Date

Version

October 1, 2001

Revised to include as grievable issues violation of the FLSA, Age
Discrimination Act, FMLA or ADA. (Delete “Failure to follow systematic

procedures in reduction in force (not alleging discrimination).”

February 1, 2011

The 2010 General Assembly passed House Bill 961 which, among other
things, made the disciplinary letter public information. This rule explains
how to mesh the statutory requirement that the dismissal letter be public
with the reality that the final dismissal letter might not contain the same
reasons as originally used. It also provides a process that contemplates
that the employee might in fact be reinstated as a result of the internal

appeals process and not even be dismissed as a final agency action.

June 1, 2012

Revised to reflect the changing roles of the State Personnel
Commission and the Office of Administrative Hearings in rendering a
Decision and Order in contested cases. The Alternative Dispute
Resolution Procedures were removed from the policy. There were also

other minor editorial and policy clarification changes.

December 1, 2013

(Approved at the October 17 Commission Meeting) Policy replaces
two grievance policies (Employee Appeals and Grievances and
Employee Mediation and Grievances Process)..Policy was change to
comply with the law change that resulted from ratification of HB 834.
» Creation of two informal grievances processes for alleged
unlawful discrimination, harassment or retaliation and for policy

violations
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» Mediation is the first step of the internal grievance process.

+ Step 2: Review by a Hearing Officer or Hearing Panel

* Hearing Officer/Panel drafts recommendation for Final Agency
Decision

* Recommendation will be reviewed by the Director of the Officer of
State Human Resources

* Final agency decision shall be issued in writing within 90 calendar

days of the initial filing.

December 1, 2013

(Approved at the December 12 Commission Meeting) As a result of
feedback received from various agencies concerning the Dec 1 policy
changes approved at the Oct 17 commission meeting, additional
changes were made to strengthen and provide additional clarity to the
grievance policy. The commission approved a 12-1-2013 retroactive
effective date to replace the previous policy they approved effective

on that same date. This replaces the previous approved policy.

August 6, 2020

Policy reviewed by Diversity and Workforce Services Division to

confirm alignment with current practices and by Legal, Commission,

and Policy Division to confirm alignment with statutory, rule(s), and

other policies. Reported to SHRC on August 6, 2020.

« Policy was updated to include the protected classes of gender
identity and sexual orientation following the U.S. Supreme Court

decision in Bostock vs. Clayton County.

« Term Mediation Director changed to Mediation Coordinator.

February 16, 2023

« Expand the timeline for the EEO Informal inquiry to 90 days total
to be consistent with the Administrative Code. Agencies would
have 75 calendar days from receipt of the complaint to complete
an investigation plus 15 additional calendar days if the
complainant agrees.

» If the complainant has not been sent a response by the agency
within 90 calendar days after agency received the complaint,
complainant may continue the process by filing a formal

grievance.
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Adding “attempt to”: If the letter finds reasonable cause to believe
that unlawful actions occurred, “...management shall attempt to
take appropriate action to resolve the matter.”

Clarify that agency grievance policies are supplemental in nature.
Add National Guard preference to list of issues that may be
grieved at the agency level only.

Add a section identifying the limited set of situations where an
exempt managerial employee can file a grievance to OAH. These
situations are specified by law (N.C.G.S. § 126-5(c7) and § 126-
34.1(a)(2)), and would now be mentioned expressly in the policy.
Specifically state that any employee, regardless of whether they
are exempt from the SHRA, may utilize the EEO Informal Inquiry
process to raise a complaint related to discrimination, retaliation,
or harassment. This does not allow employees exempt from the
provisions of N.C.G.S. § 126-34.01 and § 126-34.02 to proceed to
the formal internal grievance process.

Adding language to clarify time periods in which employees have
to act to move through steps of the grievance process.

Changed language re: prohibition of recording in mediations to
match the Rules of Mediation.

Adds language to clarify what occurs if the respondent has an
unexcused failure to attend a mediation.

Adds sources of authority.

October 17, 2024

Revised the policy to reflect the changes to Chapter 126 in
Session Law 2024-23, HB223, that added “National Guard” to
126-34.02(b)(4):
Removed “Denial of National Guard preference as provided for
by law” from the issues that could be grieved at the agency
level only.
Added denial of National Guard preference as an issue that

may be grieved through the formal grievance process and

appealed to OAH after completion of the grievance process.
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« Added “National Guard” to the note explaining some statutory
exempt employees may be able to grieve the denial of

veteran’s preference.
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Purpose

It is the policy of the State of North Carolina to reasonably accommodate qualified
individuals with disabilities and those who are pregnant unless the accommodation would
impose an undue hardship. While many pregnant individuals and individuals with disabilities
can work without accommodation, other qualified applicants and employees face barriers to
employment without the accommodation process.

The purpose of this policy is to assist agency and university employers, current
employees, and applicants for employment in requesting and processing reasonable
accommodation requests. The overall intent of this policy is to ensure that the State of North
Carolina fully complies with the Americans with Disabilities Act (ADA), Pregnancy
Discrimination Act, the Americans with Disabilities Amendment Act (ADAA), and maintains
equal opportunity in employment for all qualified persons with disabilities and those who are

pregnant. This policy also prohibits retaliation against employees.

Definitions

Disability: a physical or mental impairment that substantially limits one or more major life
activities; has a record of such an impairment; or being regarded as having such an
impairment.

Essential Functions: the fundamental duties of the position or the primary reasons the

position exists.

Known limitation: physical or mental condition related to, affected by, or arising out of

pregnancy, childbirth, or related medical conditions that the employee or employee’s
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representative has communicated to the employer, whether or not such condition meets the
definition of disability under the Americans with Disabilities Act.
Pregnant: concerning pregnancy, childbirth, or a related medical condition.

Qualified Individuals with Disabilities: a qualified employee or applicant with a disability is an

individual who, with or without reasonable accommodation, can perform the essential
functions of the job in question.

Reasonable Accommodation: a modification or adjustment to a job, an employment practice,

or the work environment that makes it possible for a qualified individual with a disability or
one who is pregnant to enjoy equal employment opportunities.

Undue Hardship: an action requiring significant difficulty or expense when considered in light

of factors such as an employer’s size, financial resources, and the nature and structure of its

operation.

§3. Coverage
This policy applies to all applicants and employees with qualifying disabilities or
those who are pregnant. If requested, reasonable accommodations must be provided to
qualified employees regardless of whether they work part-time or full-time or are considered

“probationary” or “noncareer status”, as well as temporary employees.

§4. Reasonable Accommodation (Disability)

An employer is required to make a reasonable accommodation to the known
disability of a qualified applicant or employee if requested and if it would not impose an
“‘undue hardship” on the operation of the employer’s business.

Reasonable accommodation for a disability may include, but is not limited to:

1. Making existing facilities used by employees readily accessible to and usable by
persons with disabilities such as modifying existing office equipment for an employee in
a wheelchair.

2. Job restructuring, modifying work schedules, reassignment to a vacant position such
as allowing an employee with diabetes regularly scheduled breaks during the workday to
eat properly, monitor blood sugar and insulin levels, or allowing an employee with cancer

leave to have radiation or chemotherapy treatments.
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3. Acquiring or modifying equipment or devices, adjusting or modifying examinations,
training materials, or policies, and providing qualified readers or interpreters such as
providing a deaf applicant a sign language interpreter during the job interview or
providing a blind employee someone to read information posted on a bulletin board.
Agencies may consider proposing temporary accommodation(s) if the agreed upon

accommodation cannot be provided immediately.

§5. Reasonable Accommodation (Pregnancy)’

A covered employer is required to make a reasonable accommodation for known
limitations related to pregnancy, childbirth, or related medical conditions of a qualified
applicant or employee if requested and if it would not impose an “undue hardship” on the
operation of the employer’s business.

Reasonable accommodations for these known pregnancy-related limitations may
include:

1. Redistributing marginal or nonessential functions (for example, occasional lifting) that
a pregnant worker cannot perform, or altering how a non-essential or marginal function
is performed.

2. Redistributing an essential function of a job if:

« any inability to perform an essential function is for a temporary period;

« the essential function could be performed in the near future?; and

+ the inability to perform the essential function can be reasonably accommodated.

3. Modifying workplace policies, such as allowing a pregnant worker more frequent
breaks or allowing her to keep a water bottle at a workstation even though keeping
drinks at workstations is generally prohibited.

4. Modifying a work schedule so that someone who experiences severe morning
sickness can arrive later than her usual start time and leave later to make up the time.
5. Allowing an employee to take leave or time off to recover from childbirth. These

reasonable accommodations may include including instances in which the employee is

" The Pregnant Workers Fairness Act (PWFA), a federal law effective June 27, 2023, requires employers
to accommodate known limitations related to the pregnancy, childbirth, or related medical conditions of a
qualified employee or applicant.

2“In the near future” is not defined in the text of the PWFA. It is anticipated the EEOC will address this in
their regulations. Agency HR staff should consult with their legal counsel for questions related to
accommodations for pregnant workers.
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not eligible for FMLA or other types of leave (see FMLA Policy, Paid Parental Leave
Policy and Leave Without Pay Policy for types of leave that may be available after
childbirth).

Employers shall not require an employee to accept an accommodation other than
any reasonable accommodation arrived at through the interactive process. Employers shall
not require an employee to take leave, whether paid or unpaid, if another reasonable
accommodation can be provided. The employer shall not deny employment opportunities to
an applicant or employee if the denial is based on the need to make reasonable
accommodations to the known limitations related to pregnancy, childbirth, or related medical

conditions.

§6. Accommodations that May Not be Considered Reasonable

There are several modifications or adjustments that are not considered forms of
reasonable accommodation. An employer does not have to eliminate an essential function
from the position®, nor is an employer required to lower quality or production standards to
make an accommodation, as long as those standards are applied uniformly to employees
with or without a disability.

An employer does not have to create a new position to accommodate an employee.
An employer is not obligated to provide personal use items needed in accomplishing daily
activities both on and off the job (i.e., eyeglasses, hearing aids, prosthetic limbs, or a
wheelchair). Furthermore, an employer is not required to provide personal use amenities,

such as a refrigerator, if those items are not provided to employees without disabilities.

§7. Process to Request Reasonable Accommodation

§7.1. Employees:
1. The employee shall inform their supervisor, EEO Officer, or HR Director or designee
of the need for an accommodation. Supervisors who have been notified by an employee
of an accommodation need should contact the designated EEO or HR official for

assistance.

3 See Section 5 of this policy, on reasonable accommodations in pregnancy, for an exception to this
general guidance.

Reasonable Accommodation
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2. The EEO Officer or HR Director/Designee may request documentation of the
individuals’ functional limitations to support the request. Any medical documentation
must be collected and maintained in accordance with appropriate confidentiality
procedures.
3. When a qualified individual with a disability or who is pregnant has requested an
accommodation, the employer shall, in consultation with the employee:

a. Discuss the purpose and the essential functions of the particular job involved.

b. Determine the precise job-related limitation.

c. ldentify the potential accommodations and assess the effectiveness each would

have in allowing the employee to performthe essential functions of the job.

Select and implement the reasonable accommodation that is the most appropriate for
both the employee and the employer. While an employee’s preference will be given
consideration, the employer is free to choose among reasonably effective
accommodations and may choose the one that is less expensive or easier to provide.
4. The EEO Officer or HR Director/Designee will work with the employee to obtain
technical assistance, as needed.
5. The EEO Officer or HR Director/Designee will provide a written decision to the
employee within a reasonable amount of time, not to exceed 30 days from original
employee request, unless a longer time is agreed upon by the employee and the

employer.

§7.2. Applicants:
1. The job applicant shall inform the supervisor, EEO Officer, or HR Director/Designee
of the need for an accommodation. Hiring officials who have been notified by an
applicant of a need for accommodation should contact the designated EEO or HR official
for assistance. The EEO Officer or HR Director/Designee will discuss the needed
accommodation and possible alternatives with the applicant.
2. The EEO Officer or HR Director/Designee will make a decision regarding the request
for accommodation and, if approved, take the necessary steps to see that the

accommodation in provided.

Reasonable Accommodation
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Appeals

Applicants or employees who are dissatisfied with the decision(s) pertaining to their

accommodation request may file a grievance in accordance with the North Carolina State

Government employee grievance policy within 15 calendar days of receiving the decision.

Applicants or employees may also elect to file a grievance directly with the Equal

Employment Opportunity Commission (EEOC). Individuals who file a grievance directly with

the EEOC may not, however, file a contested case with the Office of Administrative Hearing

if the internal process has not been completed.

Sources of Authority

This policy is issued under any and all of the following sources of law:

N.C.G.S. § 126-4(5), authorizing the State Human Resources Commission to

establish policies on “other matters pertaining to the conditions of employment”

N.C.G.S. § 126-4(10), authorizing the State Human Resources Commission to

establish policies on “equal opportunity.”

It is compliant with the following laws:

The Americans with Disabilities Act, 42 U.S.C. Chapter 126 (beginning at 42 U.S.C.
§ 12101)

Pregnant Workers Fairness Act (PWFA), Pub. L. 117-328 (H.R. 2617), 42 U.S.C. §
2000gg to 2000gg-6 (signed into law December 29, 2022, and effective June 27,
2023)

Article 6 of the State Human Resources Act (N.C.G.S. § 126-16 to 126-19), on equal
employment opportunity

N.C.G.S. Chapter 168A, the Persons with Disabilities Protection Act

25 NCAC 01L .0401

History of This Policy

Date

Version

November 1, 2006 First version. New policy to assist agencies and employees in

requesting and processing reasonable accommodation requests and

to assure compliance with the ADA

Reasonable Accommodation
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October 6, 2016 * Updated the policy to include the amendment to the Americans
with Disabilities Act, which is indicated as the “Americans with
Disabilities Act Amendments Act.”

* Updated the appeal process. Removed language that the decision
could be appealed directly to the State Personnel Commission by
filing a petition for a contested case with the Office of
Administrative Hearings.

* Added language that a grievance may be filed within 15 calendar
days of receiving the decision from the agency. The new language
is aligned with the current North Carolina State Government

Employee Grievance Policy (eff. 12-3- 2015).

December 3, 2020 Policy reviewed by Diversity and Workforce Services Division to
confirm alignment with current practices and by Legal, Commission,
and Policy Division to confirm alignment with statutory, rule(s), and
other policies. The following changes were reported to the SHRC on
December 3, 2020:

* Added Pregnancy Discrimination Act to purpose statement.

* Expanded what reasonable accommodation incudes.

* Reasonable Accommodation (Pregnancy) section added.

* Note removed from end of policy.

June 3, 2021 * Policy reviewed by Diversity and Workforce Services Division to
confirm alignment with current practices and by Legal,
Commission, and Policy Division to confirm alignment with
statutory, rule(s), and other policies.

* OSHR received feedback that the current version of the
Reasonable Accommodation policy only provides
accommodations for pregnancy based on an ADA qualifying
condition. The recommendation changes clarify that
accommodations will be consistent with the ADA as well as the
PDA requiring that if a woman is temporarily unable to perform her

job due to a medical condition related to pregnancy or childbirth,

the employer or other covered entity must treat her in the same

Reasonable Accommodation
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way as it treats any other temporarily disabled employee.
Reported to SHRC on June 3, 2021.

August 7, 2023 Section 5 of the policy, Reasonable Accommodation (Pregnancy),

was updated for compliance with the Pregnant Workers Fairness Act
(PWFA), a federal law effective June 27, 2023. PWFA requires
employers to make reasonable accommodations for the known
limitations related to the pregnancy, childbirth, or related medical
conditions of a qualified employee, unless such covered entity can
demonstrate that the accommodation would impose an undue

hardship on the operation of the business of such covered entity.

Reasonable Accommodation
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Policy

All employees have the right to work in an environment free from discrimination and

harassing conduct. No State employee shall engage in conduct that falls under the definition

of unlawful workplace harassment, including sexual harassment discrimination, or

retaliation, and no employment decisions shall be made on the basis of race, religion, color,

national origin, ethnicity, sex (including pregnancy, gender identity or expression, and sexual

orientation)," age (40 or older), political affiliation, National Guard or veteran status, genetic

information or disability. The State of North Carolina prohibits any such discrimination,

retaliation, or harassment, including sexual harassment.

Purpose

The purpose of this policy is to establish that the State of North Carolina prohibits in
any form unlawful workplace harassment or retaliation based on opposition to unlawful
workplace harassment of State employees or applicants and to require that every agency
shall develop strategies to ensure that work sites are free from unlawful workplace

harassment, including sexual harassment, discrimination, and retaliation.

" Bostock v. Clayton County, 590 U.S. 644, 660 (2020) (holding, in majority opinion authored by Justice

Gorsuch, that discrimination on the basis of sexual orientation or transgender status is discrimination
based on sex).

Unlawful Workplace Harassment
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§3. Objective
In establishing the Unlawful Workplace Harassment Policy, the State Human Resources
Commission seeks to achieve the following objectives:
¢ Provide standards for unlawful workplace harassment across agencies and
universities.
e Serve as a resource for employers, employees, and HR practitioners.
¢ Provide clarity on terms and concepts associated with unlawful workplace

harassment.

§4. Definitions

Unlawful Workplace Harassment is unsolicited and unwelcomed speech or conduct based

of race, religion, color, national origin, ethnicity, sex (including pregnancy, gender identity or

expression, and sexual orientation), age (40 or older), political affiliation, National Guard or

veteran status, genetic information or disability where:

1. There is an explicit change to the terms or conditions of employment that is linked to
harassment based on a protected characteristic, or

2. The conduct constructively changes the terms or conditions of employment because
it is severe or pervasive enough to create a work environment that a reasonable
person would consider intimidating, hostile, or abusive. This is referred to as a hostile
work environment.

See the section entitled “Unlawful Workplace Harassment” for more details.

Sexual Harassment is a particular type of violation of this unlawful workplace harassment

policy. See the section entitled “Sexual Harassment” for more details.

Retaliation is any adverse action taken against an individual for engaging in a protected
activity such as filing a discrimination charge, testifying, or participating in any way in an
investigation, proceeding, or lawsuit related to discriminatory employment practices based
on race, religion, color, national origin, sex, preghancy, gender identity or expression, sexual
orientation, age (40 or older) political affiliation, National Guard or veteran status, genetic
information or disability, or because of opposition to employment practices in violation of the

unlawful workplace harassment policy.

Unlawful Workplace Harassment
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Coverage
This policy covers full-time or part-time employees with either a permanent,
probationary, trainee, time-limited or temporary appointment; former employees; and

applicants.

Unlawful Workplace Harassment
To be unlawful, the conduct must either alter the terms and conditions of
employment or create a work environment that would be intimidating, hostile, or offensive to
reasonable people, including an allegation that the harassment was unwelcome.? Offensive
conduct may include, but is not limited to, offensive jokes, slurs, name calling, physical

assaults or threats, and offensive objects or pictures.?

Conduct that is not based on a legally protected characteristic is not unlawful
harassment.* Conduct that is not severe or pervasive enough to create an objectively hostile
or abusive work environment is not unlawful harassment.® Petty slights, annoyances, and
isolated incidents (unless extremely serious) will not rise to the level of unlawful workplace

harassment.®

In limited circumstances (such as intentional sexual touching or a display of a
noose), a single incident of harassment can result in a hostile work environment.” More
frequent but less serious incidents can create a hostile work environment, and most hostile
work environment claims involve a series of acts. The focus is on the cumulative effect of

these acts, rather than on the individual acts themselves.®
Harassment can be based on:

» The perception that an individual has a particular protected characteristic even if

the perception is incorrect. (For example, harassment of an employee due to the

2 U.S. Equal Employment Opportunity Commission (EEOC), Enforcement Guidance on Harassment in
the Workplace (April 29, 2024), Section lll.LA. The EEOC Enforcement Guidance is available at
https://www.eeoc.gov/laws/quidance/enforcement-guidance-harassment-workplace .

3 EEOC Enforcement Guidance on Harassment in the Workplace, Section Il1.B.

4 EEOC Enforcement Guidance on Harassment in the Workplace, Section Il.

5 EEOC Enforcement Guidance on Harassment in the Workplace, Section Ill.A.

6 EEOC Enforcement Guidance on Harassment in the Workplace, Section Ill.A.

7 EEOC Enforcement Guidance on Harassment in the Workplace, Section I11.B.3.b.ii.

8 EEOC Enforcement Guidance on Harassment in the Workplace, Section I11.B.3.c.

Unlawful Workplace Harassment
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belief they belong to a certain religion even if they do not identify with said

religion is unlawful workplace harassment.)

+ Association with someone in a different protected class. (For example, it is
unlawful workplace harassment based on race if a White employee is harassed

because their spouse is Black).

+ The complainant’s protected characteristic, even if the harasser is a member of

the same protected class.
« More than one protected characteristic.®

The harasser can be the employee’s supervisor, a supervisor in another area, an
agent of the employer, a co-worker, or a non-employee, such as an independent contractor,

vendor, or customer, or anyone affected by the offensive conduct.

§7. Virtual Work Environment
Conduct within a virtual work environment can contribute to a hostile work
environment. It is considered within the work environment if the harassing conduct is
conveyed using an employer’s email system, videoconferencing technology, intranet, public

website, official social media accounts, or other equivalent services or technologies.

§8. Sexual Harassment
This policy prohibits employment discrimination, including unlawful workplace harassment
based on sex. Harassment based on sex is a particular type of violation of this unlawful

workplace harassment policy. Sex-based harassment includes, but is not limited to:

» Harassing conduct of a sexualized nature such as unwanted sexual attention or

expression of sexual attraction.

* Harassing conduct of a non-sexualized nature such as sex-based epithets.

9 EEOC Enforcement Guidance on Harassment in the Workplace, Section 11.A.10.
10 EEOC Enforcement Guidance on Harassment in the Workplace, Section IV.B.
" EEOC Enforcement Guidance on Harassment in the Workplace, Section III.C.2.b.

Unlawful Workplace Harassment
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* Harassing conduct based on pregnancy, childbirth, or related medical conditions.

This can include issues such as lactation or the use of contraception.

* Harassing conduct based on sexual orientation or gender identity, including how

that identity is expressed.'?

§9. Complaint Process
An employee, former employee or applicant alleging unlawful workplace harassment
or retaliation may file a complaint following the process outlined in the Employee Grievance
Policy located in the State Human Resources Manual. A complaint of harassment may be
made by someone who witnesses harassing conduct, even if the conduct was not directed

towards the person filing the complaint.

Employers are required to conduct a prompt, impartial, and thorough EEO Informal
Inquiry and take appropriate action based on the findings of the review. The agency shall
take immediate and proportionate corrective action if it determines that harassment has

occurred.

Employers should also address, through appropriate and proportionate corrective
action, complaints of conduct that, as a single action are not severe enough to rise to the
level of a hostile work environment, but if allowed to continue would become pervasive and

have the potential to create a hostile work environment.

§10. Prevention Strategies

Each agency head shall develop strategies to prevent unlawful workplace

harassment. The strategies shall at the minimum include:

¢ A commitment by the agency to the prohibition of unlawful workplace harassment,
sexual harassment and retaliation, including clear, documented, and unequivocal

statements that harassment and retaliation are prohibited.

e Training and other methods to prevent harassing actions. “Retaliation” is defined

earlier in this policy.

2 EEOC Enforcement Guidance on Harassment in the Workplace, Section II.A.5.

Unlawful Workplace Harassment
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A process for disseminating information prohibiting unlawful workplace harassment

and retaliation to all agency employees.

The inclusion of workplace harassment prevention strategies in the agency’s Equal
Employment Opportunity (EEO) Plan.

Allocate sufficient resources for effective harassment prevention strategies.
Regularly train all employees about the unlawful workplace harassment policy.

Regularly train supervisors and managers about how to prevent, recognize, and
respond to objectionable conduct that, if left unchecked, may rise to the level of

unlawful workplace harassment.

Periodically evaluate the effectiveness of the agency’s strategies to prevent and
address harassment, including reviewing and discussing preventative measures,

complaint data, and corrective action with appropriate personnel.

Sources of Authority

This policy is issued under any and all of the following sources of law:
N.C.G.S. § 126-4(5), (10), (11)
Title VII of the Civil Rights Act

It is compliant with the Administrative Code rules at:
25 NCAC 01J .1101

History of This Policy

Date Version

December 1, 1980 First version. Sexual Harassment Policy adopted.

April 1, 1983 Expands the State’s definition of sexual harassment so that the
definition can be in conformity with the Federal Guidelines

August 1, 1995 New policy on workplace violence.

December 10, 1998 Policy developed to conform to legislation. Also incorporated Sexual
Harassment Policy into the Unlawful Workplace Harassment Policy.

August 19, 1999 Removed the phrase “in any form” from the first sentence of the
purpose statement. In the Definition section, (a) redefined the term

Unlawful Workplace Harassment
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retaliation to read “adverse treatment” as opposed to “adverse
action” and (b) added the word “alleged” to the third advisory note. In
the Grievance Procedures and Appeals section, (a) added the
following sentence to item number 2, “The employing agency shall
provide a written response to the grievant when the agency has
determined what action, if any, will result from the grievant’s written
complaint”, and (b) in item number 3, changed “within 30 days” to
read “within 30 calendar days”. In the Reporting section, added the
second and third paragraphs. In the Prevention Plan section (a)
added the phrase “or policies and procedures to comply with and
implement the law and rules pertaining to unlawful workplace
harassment” to the first sentence and the phrase “policies and
procedures” to the second sentence, (b) modified item number 4 (b)
to read “grievant right to bypass any step in the applicable agency
procedure involving review of or decisions by the alleged harasser”,
and (c) modified item number 6 to read “Method for implementing
appropriate disciplinary actions to address unlawful workplace
harassment and to assure that disciplinary actions shall be

consistently and fairly applied.”

August 17, 2000

Added Advisory Note stating that conduct towards an outside vendor
or contractor that would constitute unlawful workplace harassment
toward an employee could constitute unacceptable personal
conduct. Added provisions under Grievance and Appeals stating that
agency shall take action within 60 days unless the agency has

waived the 60- day period and grievant has acknowledged waiver.

June 21, 2001

Advisory Note on Page 1-19 deleted. Current employees and former

employees use the same complaint procedures.

July 1, 2006

Advisory Note deleted in Item No. 2 since this provision has been

approved permanently.

January 1, 2012

Genetic information was added to the policy where appropriate to
conform to the Genetic Information Nondiscrimination Act of 2008
(GINA).

Unlawful Workplace Harassment
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October 1, 2012

Remove reference to the State Personnel Commission in the
Grievance Procedures and Appeals Section. Clarification was added

to the policy about filing grievances based on genetic information.

October 1, 2014

* Policy statement amended to add sexual harassment
discrimination and Retaliation

* Purpose statement was amended to remove the requirement for
agencies to develop policies and was replaced with requirements
for agencies to develop strategies to ensure worksites are free
from unlawful workplace harassment and retaliation. Strategies
must be included in EEO Plan.

 Definitions were reworded to match definitions provided by U. S.
EEOC.

* “Hostile work environment” and “Quid Pro Quo” definitions were
removed since terms are no longer being used in the policy.

» “Applicants” were included in the “coverage” section of the policy.

» Grievance Procedures and Appeals section were renamed
“complaint process” and refer applicants and employees to the
“Employee Grievance Policy”.

» The “reporting” section was removed from the policy. « The section

on “prevention plans” was renamed “prevention strategies.”

April 4, 2019

* In alignment with Executive Order #24, the EEO policy was
amended to add sexual orientation, gender identity and
expression, and Veteran/National Guard status to the list of
protected groups. Approved at the SHRC meeting on 4/4/2019.

+ In addition, definitions removed from the policy. The definitions will

be expanded and provided as a supplemental document.

July 11, 2024
(effective August 1,
2024)

Added citations to the EEOC Enforcement Guidance on

Harassment throughout.

Added in Section 3 as objectives:
= Provide standards for unlawful workplace harassment

across agencies and universities.

Unlawful Workplace Harassment
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= Serve as a resource for employers, employees, and HR
practitioners.

= Provide clarity on terms and concepts associated with
unlawful workplace harassment.

* Revised Section 4, Definitions, by updating the definition of
Unlawful Workplace Harassment and moving the text on sexual
harassment to a new section of the policy.

* Added a new Section 6, Unlawful Workplace Harassment,
detailing what conduct is unlawful and what conduct is not
unlawful. It also clarifies that harassment may be based on
perception, association, committed by a member of the same
protected class as the victim and based on more than one
protected characteristic.

* Added a new section 7, Virtual Work Environment to explain that
conduct within a virtual work environment can contribute to a
hostile work environment. It is considered within the work
environment if the harassing conduct is conveyed using an
employer’s email system, videoconferencing technology,
intranet, public website, official social media accounts, or other
equivalent services or technologies.

* Added a new Section 8, Sexual Harassment, detailing what is
considered sex-based harassment.

* Added language to Section 9, Complaint Process, that states:

a. A complaint of harassment may be made by
someone who witnesses harassing conduct, even if
the conduct was not directed towards the person filing
the complaint.

b. Employers are required to conduct a prompt,
impartial, and thorough EEO Informal Inquiry and take

appropriate action based on the findings of the

review. The agency shall take immediate and

Unlawful Workplace Harassment
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proportionate corrective action if it determines that
harassment has occurred.

c. Employers should also address, through appropriate
and proportionate corrective action, complaints of
conduct that, as a single action are not severe
enough to rise to the level of a hostile work
environment, but if allowed to continue would become
pervasive and have the potential to create a hostile
work environment.

+ Updated Section 10, Prevention Strategies, to include additional
strategies for agencies to follow to prevent unlawful workplace

harassment.

Unlawful Workplace Harassment
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Policy

An agency or university has the authority to separate an employee whenever it is necessary
due to:

» Shortage or loss of funds;

» Shortage or loss of work;

* Abolishment of a position; or

» Other material changes in position duties or organization
No loss of funds shall be required as a precondition for a reduction in force; however, an
agency or university may not use the RIF process to circumvent the disciplinary process
required to separate or demote an employee for a disciplinary reason.
RIF procedures also apply to position or budgetary changes that result in an involuntary

reduction in an employee’s work hours.
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8§ 2. Retention Factors

Retention of employees in classes affected by a RIF action shall be based on a fair and

systematic consideration, at a minimum, of the following factors:

Type of appointment;
Relative efficiency;
Actual or potential adverse impact on the diversity of the work force; and

Length of service.

Although all retention factors must be evaluated, they may be weighted differently for

each RIF event to meet the needs of the employing agency or university.

§ 3. Areaof Analysis for RIF:

The analysis may include all or part of an agency (a unique work unit, division or entire

agency/university). Differences in operation, work function, funding source, staff, and

personnel administration may be considered when determining the appropriate area of

analysis. However, the analysis to avoid a RIF must apply to the entire

agency/university.

1.

3.

Type of Appointment: Neither temporary nor probationary employees in their

initial 12 months of employment (or initial 24 months of employment for sworn
law enforcement officers) shall be retained in classes in which employees with
permanent appointments (those who have satisfactorily completed a
probationary or equivalent trial period) must be separated in the same or related
class.

Relative Efficiency: Relative efficiency shall be expressed as the employee’s

most recent overall performance rating. Management may also consider the
rating for each individual or institutional goal and value when overall
performance ratings are equivalent, documented employee skills and ability to
perform the remaining work required of class members after the implementation
of the RIF, and any active disciplinary action(s) received by the employee.

Actual or Potential Adverse Impact: 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 based on race and sex to avoid adverse impact in

Policy on Reduction in Force
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violation of Section 4.d of the Uniform Guidelines on Employee Selection
Procedures as applied to selection rates for separation through RIF.

4. Length of Service: Total state service determines length of service credit. In

determining the length of service credit, an eligible veteran shall be accorded
one year of state service for each year, or fraction thereof, of military service, up

to a maximum of five (5) years of credit.

84. Avoiding aRIF
A decision to implement a RIF must be reached only after the systematic consideration
of actions designed to avoid the layoff. These actions may include but are not limited to
the elimination of vacant positions; reduction in non-personnel related expenses;
placement in a vacant position for which the employee qualifies; or retraining employees

to facilitate placement in other positions at the agency or university.

8 5. Office of Human Resources Responsibility
The responsibilities of the Office of State Human Resources (OSHR) shall include, but are not
limited to the following:
1. Establishing the Reduction in Force (RIF) Plan Requirements and Program
Guidelines to be followed by all agencies and universities to ensure commitment
to, and accountability throughout, State Government;
Reviewing, approving and monitoring RIF plans and updates for agencies;
3. Providing technical assistance, training, oversight, monitoring, evaluation, and
support to the RIF program; and
4. Developing, updating, and maintaining the RIF Priority Verification List database

system.

8 6. Agency or University Responsibility
The responsibilities of each Agency Head, Department Head and University Chancellor,
or their designees, shall include:
1. Adhering to the RIF policy and programs that have been adopted by the State
Human Resources Commission and approved by the Governor;
2. Agencies only: Submitting RIF plans and any necessary updates for approval by

OSHR a minimum of one week prior to notifying employees of RIF actions; and
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3. Universities only: Submit RIF plans and any necessary updates for approval by the
President of the University System (or a Chancellor of a constituent institution, if
delegated this power by the President of the University System) a minimum of one
week prior to notifying employees of RIF actions. Submit approved RIF plans to
OSHR for informational purposes within five (5) calendar days after approval.

4. Submitting employee information within 30 days of RIF notification to OSHR to

maintain the RIF Priority Verification List.

8 7. Notification Requirement
The employing agency or university shall notify the employee in writing as soon as possible
and in any case no fewer than 30 calendar days prior to the effective date of separation. The

written notification shall include the reasons for the reduction-in-force,

88. Appeals
An employee separated through a reduction in force may appeal the separation only on the

grounds listed in the applicable Employee Grievance Policy.

8§9. Leave
Vacation Leave: Employees may request, subject to approval by management, to

exhaust vacation leave and be paid in a lump sum for the balance not to exceed 240
hours. If an employee had over 240 hours of vacation leave at the time of their separation
the excess leave shall be reinstated when reemployed within one year after separation.
Bonus Leave: Bonus leave will be paid in a lump sum if eligible.

Sick Leave: Employees separated due to reduction-in-force shall be informed that their

sick leave shall be reinstated if employed in any agency or university within five years.

8§ 10. Effective Date and Duration
This Palicy is effective at the beginning of the day on October 7, 2021.

§ 11. History of this Policy

Date Version

7-28-1949 First version
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8-03-1973

Established procedure for lay-off and demotion to effect reduction in
force in the Employment Security Commission.

1-25-1974

A permanent employee who is separated due to reduction in force
shall have the right to appeal to the State Personnel Board for a
review to assure that systematic procedures were applied equally
and fairly.

1-01-1976

Includes provisions for competitive service positions and provides
that all reductions in force be based on systematic consideration of
time of appointment, length of service, relative efficiency.

3-01-1978

If an employee with five years of service is either transferred to an
exempt position or occupies one that is declared exempt, upon
leaving that position for reasons other than just cause, such
employee shall have priority to any position that becomes available
for which the employee is qualified.

A permanent employee, who has been or is scheduled to be
separated due to reduction in force, shall have priority to any position
that becomes available for which the employee is qualified.

8-01-1978

Reduction in force — priority consideration defined.

8-01-1979

Severance pay equivalent to two weeks approved by 1979 GA.

3-04-1981

Emergency regulation on reduction in force.

6-01-1981

Revision in the wording of the policy to include “neither temporary,
probationary nor trainee employees shall be retained in cases where
permanent employees must be separated in the same or related
classes.” AND that type of appointment, length of service and
relative efficiency do not necessarily have to be considered in that
order.

08-01-1981

Policy changes due to Governor and Legislature requesting
reduction in work force.

10-01-1984

Amendments to AA Policy and RIF.

06-01-1985

Deleted competitive service provisions.

07-01-1985

Section on Appeals revised to conform to Legislation requiring years
of service in certain pay grades before becoming a permanent
employee.

02-01-1987

Agency responsibility clarified (1) guideline must be openly available
for review (2) must inform employees in writing of reasons of RIF,
eligibility for priority, appeal rights, and other benefits (3) must give
two weeks notice.
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Affirmative Action changed to state all decisions must be analyzed to
determine impact on departmental utilization goals and to avoid
adverse.

08-01-1988

Reinstatement of sick leave changed to five years instead of three
years.

11-01-1990

Leave Without Pay Option deleted since no longer needed.

4-01-1993

Priority Reemployment Consideration — revised to allow a new
probation period in certain situations involving the reemployment of a
person involved in reduction-in-force.

3-01-1994

Changed “permanent” to “career.”

4-01-1995

Note about veteran preference added for clarification.

12-1-1995

Revised to conform to reduction-in-force statutory provisions.

6-01-2008

Under the paragraph on Leave, added provision that leave in excess
of 240 shall be reinstated if reemployed within one year. (This
provision has been in the Reinstatement Policy since 2002. Itis
added here for clarity.) (2) Changed policy to allow an employee who
is reduced in force to exhaust vacation leave after their last day of
work and still be paid for up to 240 hours of leave in a lump sum.

1-01-2009

A decision of the N.C. Court of Appeals said that an issue regarding
the manner in which a reduction in force is carried out is no longer
considered a contested case issue; therefore, the paragraph on
Appeals is changed to recognize the impact of that decision. (The
rule will be changed to reflect this change also.)

3-01-2011

The paragraph on Appeals was changed (per Lynn Floyd) to include
appeal if it is alleged that the separation is a denial of the veteran’s
preference granted in connection with a reduction in force. (This
change is simultaneous with the publication of the new Manual;
therefore, no revision was sent out separately.)

12-01-2013

Section on “Appeals” changed to refer RIF employees to Employee
Grievance Policy found in Section 7 of the HR Manual.

10-01-2014

Changed trainee eligibility period from 6 months to 24 months to
align with the legal definition of probationary period.

Notification requirements were moved from “agency responsibility”
and put in an independent section to place emphasis on the
requirement.

Removed the requirement for agencies to send applications of RIF
employees to OSHR.
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Added a clarifying statement in the “leave” section that one year time
period for reinstating excess leave is from the date of separation and
not the date of notification of separation.

2-06-2020

Policy reviewed by the Diversity and Workforce Services Division to
confirm alignment with current practices and by the Legal,

Commission, and Policy Division to confirm alignment with statutory,
rule(s), and other policies. Reported to SHRC on February 6, 2020.

North Carolina General Statute has been updated to reflect that no
loss of funds shall be required as a precondition for a reduction in
force (N.C.G.S. § 126-7.1 (b)). The policy revisions reflect this
change, as well as adding some clarification regarding retention
factors.

10-07-2021

Policy reviewed by the Diversity and Workforce Services Division to
confirm alignment with current practices and by the Legal,
Commission, and Policy Division to confirm alignment with statutory,
rule(s), and other policies. The RIF policy was modified to reflect
changes included in HB602 that allows the UNC System to approve
RIF Plans.
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Personnel WM Avg WF Avg BM Avg

Area State SOC Category State SOC Subcategory Job WM WM Pct Sal WF WF Pct Sal BM BMPct Sal BF
ég::‘;“'ﬁ‘;f OFFICIALS AND OFFICIALS AND
.u ADMINISTRATORS ADMINISTRATORS
Services Accounting Director Il 1 100.00

Agency HR Director | 1 100.00

Agency HR Director Il

Agency HR Manager I 1 100.00 107,120

Agricultural Program
Director | 4 80.00 95,774 1 20.00 103,478

Agricultural Program
Director Il 4  100.00 120,153

Agricultural Program
Manager | 1 .88 71,802 2 66.67 73,990

Agricultural Program
Manager Il 4 66.67 79,839 1 16.67 64,272 1 16.67 87,683

Agricultural Program
Specialist | 19 63.33 51,969 9 30.00 52,814 1 3.33 48,927

Agricultural Program
Supervisor | 3 50.00 58,952 2 33.33 56,387 1 16.67 67,486

Agricultural Program
Supervisor Il 1 50.00 68,185 1 50.00 68,000




Chief Deputy I
Deputy
Secretary/Commissioner |

Deputy
Secretary/Commissioner
Il

Emergency Management
Supervisor

Environmental Program
Manager |

Food & Drug Protection
Division Dir

Internal Audit Director

IT Director Il

Legislative Affairs Director

Maintenance/Construction
Coordinator

Maintenance/Construction
Manager |

Marketing Director

100.00

100.00

75.00

100.00

100.00

100.00

100.00

100.00

100.00

156,795

128,755

141,723

88,695

144,607

150,318

92,362

87,459

129,779

1

1

1

25.00

100.00

100.00

120,005

100,975

121,339



Marketing Program
Administrator 5 83.33 96,004

Marketing Supervisor 5 45.45 83,889 6 54.55 81,578

Meat & Poultry Insp
Director 1 100.00 113,977

Medical Laboratory
Supervisor | 4 80.00 75,753

Medical Laboratory
Supervisor Il 2 100.00 84,769

Metrology Laboratory

Manager 1 100.00
Procurement Manager 1 100.00
Program Director | 1 100.00 111,578

Public Information
Director | 1 100.00 103,597

State Veterinarian 1 100.00 152,414

Veterinary Laboratories
Asst Director

Veterinary Laboratories
Director 1 100.00 163,836

State SOC Subcategory - OFFICIALS AND ADMINISTRATORS 62 57.41 87,991 33 30.56 75,568 3 2.78 68,032 4 3.70



MANAGEMENT RELATED

State SOC Category - OFFICIALS AND ADMINISTRATORS

BUSINESS

PURCHASING

SPECIALISTS, INCL

Administrative Officer |

Administrative Officer Il

Administrative Officer IlI

Business Officer |

Business Officer Il

Drug Regulatory

Specialist

Marketing Specialist |

Marketing Specialist Il

Marketing Specialist IlI

Procurement Specialist |

Procurement Specialist Il

Procurement Specialist Il

62

10

57.41

21.43

25.00

33.33

50.00

33.33

37.50

45.45

87,991

59,405

70,665

65,500

55,104

59,697

65,287

75,303

33

30.56

64.29

58.33

66.67

50.00

100.00

50.00

66.67

62.50

40.91

50.00

38538

75,568

57,846

61,288

65,704

69,620

91,707

69,628

49,861

58,348

71,800

70,164

85,369

2.78 68,032

50.00 53,437

4.55 70,040

50.00 70,000

33.33 86,146

1

3.70

14.29

8.33

100.00

38133



State SOC Subcategory - BUSINESS SPECIALISTS, INCL PURCHASING

HR, TRAINING AND
LABOR RELATIONS
SPEC

Program Coordinator |

Program Coordinator Il

Program Development

Coordinator

Real Property Agent Il

Safety Consultant

Safety Director Il

Safety Officer Il

Agency HR Consultant Il

Agency HR Consultant Il

HR Technician Il

HR Technician lll

Staff Development
Specialist Il

1

1

1

5
30

20.00

14.29

100.00

100.00
31.91

43,159

70,555

82,046

63,581

67,769

50

1

&

80.00

57.14

100.00

100.00

100.00

53.19

100.00

50.00

75.00

49,807

58,749

91,480

82,266

82,655

63,916

80,624

85,862

55,632

2 28.57 66,178

6 6.38 68,663

1 50.00 92,251

1 100.00 73,101

1

2

5.32

25.00

100.00



State SOC Subcategory - HR, TRAINING AND LABOR RELATIONS SPEC

FINANCE SPECIALISTS

State SOC Subcategory -

MARKETING
OCCUPATIONS

Accountant Il

Accounting Manager Il

Accounting Specialist

Auditor Il

Budget Analyst |

Budget Analyst II

Budget Manager Il

Grants Administrator |

Internal Auditor |

Internal Auditor Il

FINANCE SPECIALISTS

Commaodity Distribution
Representative

State SOC Subcategory - MARKETING OCCUPATIONS

100.00

100.00

100.00

100.00
38.46

79,209

114,430

68,079

87,550
83,469

54.55

100.00

100.00

100.00

100.00

46.15

100.00
100.00

69,001

69,620

71,403

87,654

63,147

75,147

50,029

50,029

2

18.18 82,676

3

1

27.27

100.00

7.69



PROFESSIONALS

State SOC Category - MANAGEMENT RELATED

COMPUTER AND
MATHEMATICAL
OCCUPATIONS

Applications Systems
Analyst |

Applications Systems
Analyst Il

Applications Systems
Manager |

Applications Systems

Specialist |

Applications Technician Il

Assistant State Forester

Database Administrator Il

Forester |

Forester Il

Forester Ill

Forestry Supervisor |

Forestry Supervisor I

35

22

11

21

28.93

50.00

100.00

100.00

100.00

75.00

100.00

81.48

83.33

90.00

91.67

87.50

70,012

87,769

92,812

142,320

95,157

65,541

108,325

47,597

55,025

70,788

62,827

78,438

65

2

53.72

20.00

11.11

16.67

10.00

8.33

12.50

64,781

75,818

50,642

58,526

64,531

57,263

73,911

8

6.61

72,166

7.44



Forestry Supervisor Ill

IT Business Systems

Analyst |

IT Project Manager |

State Forester

Statistician |

Systems Administrator |

Systems Administrator Il

User Support Analyst

User Support Manager |l

User Support Specialist

User Support Technician |

User Support Technician
Il

88138

100.00

100.00

50.00

100.00

100.00

50.00

97,059

78,633

112,540

75,219

88,904

64,065

95,547

16.67

100.00

50.00

100.00

88,068

73,213

75,219

58,205

1

50.00 79,710

1

100.00



Web Designer/Developer
State SOC Subcategory - COMPUTER AND MATHEMATICAL OCCUPATIONS

ARCHITECTURE AND
ENGINEERING

OCCUPATIONS
Engineer Il

Engineer Il

State SOC Subcategory - ARCHITECTURE AND ENGINEERING OCCUPATIONS

LIFE, PHYSICAL AND
SOCIAL SCIENCE Agricultural Program

OoccupP Specialist Il

Agricultural Program
Specialist Il

Agricultural Program
Technician |

Agricultural Program
Technician Il

Agricultural Research
Director

Agricultural Research
Manager

Agricultural Research
Specialist

Agricultural Research
Superintendent |

98

18

14

33

2

100.00
79.03

66.67

50.00
63.64

61.54

66.67

42.86

93838

73.33

66.67

93,328
70,346 15

94,254
103,686 1
95,601 1
64,113 5
71,591 5
48,140 3
2
1
59,009 1
50,179 10
67,486 1

12.10

50.00
9.09

38.46

18.52

21.43

100.00

100.00

6.67

22.22

38538

66,688

108,500
108,500

61,315

73,422

45,552

53,750

112,891

57,526

49,217

69,628

1

1

0.81 79,710

3.70 94,813

222 48,238

1

0.81

11.11

9.09

7.14



Agricultural Research
Superintendent Il

Agricultural Research
Superintendent Ill

Chemist |

Chemist Il

Chemistry Manager |

Chemistry Manager Il

Chemistry Supervisor |

Chemistry Supervisor Il

Environmental Health
Regional Spec

Environmental Program
Consultant

Environmental Program
Supervisor |

Environmental Program
Supervisor Il

100.00

100.00

22.22

100.00

66.67

16.67

100.00

100.00

50.00

50.00

78,719

85,941

65,582

73,866

71,570

70,555

76,144

64,272

80,080

81,821

38.89

50.00

100.00

16.67

50.00

50.00

50.00

62,207

81,165

97,284

71,377

77,809

75,893

85,490

1 50.00 88,351

1 16.67 70,555

1 16.67 79,310

5.56



Environmental Specialist |

Environmental Specialist
Il

Environmental
Toxicologist

Laboratory Improvement

Coordinator

Laboratory Manager

Laboratory Specialist

Microbiologist |

Microbiologist Il

Microbiologist Manager

Microbiologist Supervisor

Nematologist

TJAgronomy Manager
State SOC Subcategory - LIFE, PHYSICAL AND SOCIAL SCIENCE OCCUP

120

57.14

53.85

33.33

25.00

33.33

57.14

56,632

69,751

54,631

62,445

90,154
62,674

59

42.86

46.15

100.00

100.00

100.00

25.00

33.33
28.10

54,523

60,349

101,383

1 100.00

99,010

65,627

62,445

1 100.00 72,842

85,896
65,141 6 2.86 75,685 3 1.43



COMMUNITY, SOC

SERV AND RELIGIOUS _
OCCUP Parks & Recreation

Consultant

Program Supervisor |

Program Supervisor Il

State SOC Subcategory - COMMUNITY, SOC SERV AND RELIGIOUS OCCUP

LEGAL OCCUPATIONS  Agency General Counsel
|

Assistant Agency General
Counsel |

Paralegal lll
State SOC Subcategory - LEGAL OCCUPATIONS

EDUCATION, TRAINING

AND LIBRARY OCCUP Agricultural Program
Manager Il

Extension Educ &
Training Spec |
State SOC Subcategory - EDUCATION, TRAINING AND LIBRARY OCCUP

ARTS, DESIGN,
ENTERTAIN AND
MEDIA OCCUP Graphic Designer |

Graphic Designer I

100.00

100.00
85.71

100.00

100.00

100.00
100.00

50.00

33.33

100.00

38538

68,456

81,774

70,676

124,827

92,123

68,300
95,083

88,959

88,959

52,300

61,068

100.00

14.29

50.00

100.00
66.67

66.67

61,472

61,472

94,447

67,523
80,985

55,863



Graphic Design
Supervisor

Information &
Communications Spec Il

Information &
Communications Spec IlI

Market News Reporter
State SOC Subcategory - ARTS, DESIGN, ENTERTAIN AND MEDIA OCCUP
HEALTHCARE

PRACTITIONERS
Pharmacist

Veterinarian

Veterinarian Supervisor

Veterinary Specialist
State SOC Subcategory - HEALTHCARE PRACTITIONERS
State SOC Category - PROFESSIONALS

TECHNICIANS AND HEALTH

TECHNOLOGISTS TECHNOLOGISTS Medical Laboratory

Technician

Medical Laboratory
Technologist |

Medical Laboratory
Technologist Il

250

42.86

50.00
37.50

100.00

29.41

16.67

40.00

31.03

62.03

14.29

17.65

40.00

59,856

57,473
58,402

140,551

103,858

122,055

142,185
118,474
69,196

41,777

56,640

66,442

11

17
104

12

100.00

57.14

100.00

56.25

64.71

83.33

20.00

58.62

25.81

71.43

70.59

60.00

67,980

55,756

70,618

60,441

100,823

122,354

134,930

109,162

72,840

50,043

56,572

67,936

7

1.74 76,260

5.88

20.00
6.90
1.74

14.29

11.76



State SOC Subcategory - HEALTH TECHNOLOGISTS

DRAFTERS,
ENGINEERING &

MAPPING TECHNOL
Engineering Supervisor |

Engineering Technician Il

Technical Trainer |

Technical Trainer Il

State SOC Subcategory - DRAFTERS, ENGINEERING & MAPPING TECHNOL

LIFE, PHYSICAL &
SOCIAL SCIENCE

TECHNOL Agricultural Technician |

Agricultural Technician Il

Chemistry Technician |

Chemistry Technician Il

Environmental Technician
|

Environmental Technician
1]

41

23.53

50.00

33.33

33.33

23.08

100.00

71.93

41.18

50.00

50.00

59,683

106,317

61,800

63,087

77,068

35,906

42,078

46,161

48,423

53,054

23 67.65
1 50.00
1 33.33
2 66.67
4 80.00
8 61.54
11 19.30
5 29.41
3 18.75

1 100.00

58,117

115,360

59,225

57,307

59,043

65,671

41,580

44,745

48,210

51,080

33.33

7.69

5.26

6.25

50.00

54,203

54,203

43,196

57,804

42,326

8.82

20.00
7.69

1.75

11.76

6.25



Metrologist |

Metrologist Il
State SOC Subcategory - LIFE, PHYSICAL & SOCIAL SCIENCE TECHNOL

State SOC Category - TECHNICIANS AND TECHNOLOGISTS

ADMINISTRATIVE
ADMINISTRATIVE SUPPORT SUPPORT Shipping/Receiving
SUPERVISORS Supervisor Il

State SOC Subcategory - ADMINISTRATIVE SUPPORT SUPERVISORS

ADMINISTRATIVE
SUPPORT

OCCUPATIONS Accounting Clerk Il

Accounting Technician Il
Accounting Technician Ill
Administrative Associate |
Administrative Associate
Il

Administrative Specialist |
Administrative Specialist

Executive Assistant |

63
74

10

50.00

100.00
61.76
49.66

100.00
100.00

12.50

25.64

6.00

5.56

16.67

47,427

68,909
44,086
47,109

55,822

55,822

50,000

38,367

42,269

56,821

51,940

21
52

23

66

17

25.00

20.59
34.90

100.00

50.00

50.00

50.00

58.97

66.00

94.44

83.33

45,926

43,940
53,554

51,920

55,944

61,602

38,625

38,922

44,499

53,817

61,373

5.88 45,341
4.70 46,607

5.13 39,171

1.00 39,655

20

3.92
5.37

25.00

50.00

50.00

7.69

20.00



Executive Assistant Il 1 100.00 70,040

Inventory Assistant 8 100.00 39,860
Inventory Associate Il 1 50.00 41,759 1 50.00 39,774
Shipping/Receiving
Supervisor | 1 100.00 53,727
State SOC Subcategory - ADMINISTRATIVE SUPPORT OCCUPATIONS 29 15.26 41,738 121 63.68 46,291 3 1.58 39,332 28 14.74
State SOC Category - ADMINISTRATIVE SUPPORT 30 15.71 42,208 121 63.35 46,291 3 1.57 39,332 28 14.66
PROTECTIVE
PROTECTIVE SERVICES SERVICES Forestry Law
SUPERVISORS Enforcement Manager 1 100.00 99,594
NC DA&CS Chief Of
Police 1 100.00 91,188
State SOC Subcategory - PROTECTIVE SERVICES SUPERVISORS 2 100.00 95,391
PROTECTIVE
SERVICES Forest Fire Equipment
OCCUPATIONS Operator 69 92.00 47,291 3 4.00 51,120

Forestry Law

Enforcement Agent 8 100.00 70,892
Police Officer | 1 50.00 63,345 1 50.00 70,098
Police Officer Il 1 100.00 80,811

Security Guard 1 25.00 42,230 2 50.00 43,384 1 25.00



State SOC Subcategory - PROTECTIVE SERVICES OCCUPATIONS
State SOC Category - PROTECTIVE SERVICES
SERVICE

SERVICE SUPERVISORS Food Regulatory
Supervisor

Grounds Supervisor |

State SOC Subcategory - SERVICE SUPERVISORS

HEALTHCARE
SUPPORT Medical Laboratory
OCCUPATIONS Assistant

State SOC Subcategory - HEALTHCARE SUPPORT OCCUPATIONS

FOOD AND BEVERAGE

OCCUPATIONS Food Regulatory

Specialist |

Food Regulatory
Specialist Il

State SOC Subcategory - FOOD AND BEVERAGE OCCUPATIONS

BUILDING AND

GROUNDS

OCCUPATIONS Grounds Worker I

State SOC Subcategory - BUILDING AND GROUNDS OCCUPATIONS
State SOC Category - SERVICE

SKILLED CRAFT

SKILLED CRAFT SUPERVISORS

Aircraft Maintenance
Supervisor

Air Operations Supervisor
|

Air Operations Supervisor
Il

80
82

1

88.89
89.13

25.00

20.00

35.71

40.00
37.93

27.91

100.00

100.00

100.00

50,208
51,310

67,330

67,330

47,976

60,781

54,961

55,992

82,158

80,131

103,552

14

19

1.09

50.00

40.00

50.00
50.00

50.00

46.67
48.28

44.19

70,098
70,098

63,232

63,232

40,313
40,313

46,458

55,664

51,061

50,645

5.56

5.43

25.00

20.00

7.14

3.45

4.65

48,025

48,025

64,260

64,260

46,411

46,411

55,336

1

2

1.09

1888
6.90

4.65



Labor Crew Leader

Maintenance/Construction
Supervisor |

Maintenance/Construction
Supervisor Il

Meat & Poultry Insp Area
Supv

Printing/Lithographic
Section Supervisor

Print Shop Manager

Standards Area
Supervisor

Standards Measurement
Manager

Structural Pest Control
Inspector Superv

Vehicle/Equipment Repair
Supervisor |

Vehicle/Equipment Repair
Supervisor Il

Warehouse Supervisor

State SOC Subcategory - SKILLED CRAFT SUPERVISORS

28

100.00

77.78

100.00

100.00

100.00

100.00

100.00

100.00

100.00

50.00
82.35

62,389

67,032

65,619

87,136

56,001

65,580

64,528

70,639

87,222

46,787
68,604

1

1

2

50.00 43,403

11.11 64,000

5.88 53,702

1

1
2

11.11

50.00
5.88



FARMING, FISHING &
FORESTRY
OCCUPATIONS

Agricultural Compliance
Officer |

Agricultural Compliance
Officer Il

Agricultural Inspection
Supervisor

Agricultural Inspector

Agriculture Emergency
Program Specialist

Animal Health Inspection
Supervisor

Apiary Inspection

Supervisor

Apiary Inspector

Commodity Grader |

Commodity Grader Il

Commaodity Grader I

Forestry Technician |

87

45.45

20.00

100.00

71.43

60.00

100.00

100.00

80.00

42.86

20.00

55.56

79.82

53,727

70,487

47,679

44,060

63,339

68,840

55,491

46,339

47,093

51,092

53,391

40,929

19

27.27

60.00

28.57

40.00

20.00

28.57

80.00

22.22

17.43

54,500

64,492

43,834

63,703

42,741

49,189

51,367

50,183

39,493

1

1

14.29 46,580

11.11

54,352

1

1

9.09

14.29

11.11



Forestry Technician Il

Forestry Technician Il

Forest Service Program
Specialist

Pesticide Inspector |

Pesticide Inspector Il

Structural Pest Control
Inspector

Veterinary Program
Specialist |

Veterinary Program
Specialist Il

Veterinary Program
Specialist Il

State SOC Subcategory - FARMING, FISHING & FORESTRY OCCUPATIONS

CONSTRUCTION AND
EXTRACTION
OCCUPATIONS Electrician |

State SOC Subcategory - CONSTRUCTION AND EXTRACTION OCCUPATIONS

INSTALLATION,
MAINTENANCE &

REPAIR OCCUP Aircraft Mechanic

81

30

14

271

92.05

93.75

100.00

77.78

100.00

100.00

25.00

66.67

100.00
78.78

85.71

51,810

58,340

61,349

45,899

55,294

44,817

46,119

51,086

61,311

48,821

65,493

60

6.82

6.25

11.11

75.00

33.33

17.44

52,017

50,941

44,867

44,641

49,902

47,423

2

0.58 50,466

0.87



PRODUCTION
OCCUPATIONS

Electronics Technician |

Electronics Technician Il

Electronics Technician Il

General Utility Worker

Maintenance/Construction
Technician |

Maintenance/Construction
Technician Il

Maintenance/Construction
Technician Ill

Maintenance/Construction
Technician IV

Vehicle/Equipment Repair
Technician |

Vehicle/Equipment Repair
Technician Il

Vehicle/Equipment Repair
Technician IlI

State SOC Subcategory - INSTALLATION, MAINTENANCE & REPAIR OCCUP

Liquified Gas Inspector

6

1

14

18

72

100.00

100.00

100.00

81.82

100.00

85.71

100.00

100.00

94.74

100.00
80.90

100.00

49,930

57,681

72,074

42,456

48,366

52,856

66,228

50,056

58,047

68,294

54,851

46,186

9.09

1.12

40,406

40,406

2

1

3

16.67 37,252

5.26 47,217

3.37 40,574

2

16.67

2.25



Meat & Poultry Insp | 19 45.24 44,052 13 30.95 42,806 1 2.38 41,460 5 11.90
Meat & Poultry Insp Il 17 56.67 50,394 7 23.33 45,676 2 6.67 45,479 2 6.67
Printing Equipment
Operator Il 1 100.00 43,184
Printing/Lithographic
Press Operator |l 1 25.00 49,916 1 25.00 54,427 2 50.00 51,032
Standards Inspector | 1 78.57 40,487 1 7.14 40,252 1 714
Standards Inspector Il 13 81.25 44,235 1 6.25 42,265 2 12.50 43,092
Standards Inspector Ill 7 100.00 44,869
State SOC Subcategory - PRODUCTION OCCUPATIONS 75 62.50 45,312 22 18.33 44,223 8 6.67 45,115 8 6.67
TRANSPORTATION
AND MATERIAL
MOVING OCCUP Pilot 11 91.67 77,186 1 8.33 76,057
Vehicle/Equipment
Operator | 3 50.00 41,868 2 33.33 39,435
Vehicle/Equipment
Operator Il 19 86.36 48,814 1 455 39,618
State SOC Subcategory - TRANSPORTATION AND MATERIAL MOVING OCCUP 33 82.50 57,640 1 2.50 76,057 3 7.50 39,496
State SOC Category - SKILLED CRAFT 479 76.27 50,942 84 13.38 46,842 18 2.87 44,970 15 2.39
Personnel Area - Agriculture Consumer Services 1,024 59.02 57,849 479 27.61 57,689 53 3.05 55,090 74 4.27




NHOPI

BF Avg HM Avg HF Avg ASM Avg ASF Avg AIM Avg AIFAvg NHOPI NHOPI  Male Avg
Sal HM HMPct Sal HF HF Pct Sal ASM  ASM Pct Sal ASF  ASF Pct Sal AIM  AIMPct Sal AIF  AIF Pct Sal Male Male Pct Sal

137,542

110,981

1 100.00 135,821

1 3.33 53,820






1 16.67 100,693

-..-l....- 100.00 .........




61,072 .--l...--.--.-...-...

-.--l 70,040 .-...-...




70,445 .--l...--.--.-...-...










60,859




51,700 43,000 14.29 48,513 52,000







-..- 33.33 60,140 33.33 53,241 .........
-..-l....- 100.00 .........










58,241 I..I.....l..l..l.....

.--l.. 12.50 48,238 .-...-...




61,276 ..-l....-..-.........
38,383 ..- 38,777 ..-..-.........




-.--l...--.-- 46,755




-.--l...--.--.-. 47,034




1 50.00 43,292




50,500 1 9.09 57,111

44,290 ..-l....-..-.........
51,500 ..-l....-..-.........




1 1.14 54,444




38,111 37,252 .--.-...-...




42,103 1 2.38 41,460

53,635 1 3.33 51,081 1 3.33 51,634
40,000
44,723 1 0.83 51,081 1 0.83 41,460 1 0.83 51,634

1 16.67 37,997

1 4.55 37,856 1 455 42,516
1 2.50 37,856 1 2.50 37,997 1 2.50 42,516
46,216 7 1.11 47,266 1 0.16 37,252 9 1.43 38,598 3 0.48 47,652 4 0.64 45,548
56,323 16 0.92 50,337 11 0.63 49,591 25 1.44 60,063 28 1.61 71,990 7 0.40 46,815 4 0.23 49,091



NHOPI Two+ Two+ Two+ Two+

NHOPI NHOPI Fem Avg Two+ Male Male Avg Two+ Fem Fem Avg Eth Eth Unk Eth Unk Tot Tot Mnrt Tot Mnrt Tot Tot Male Tot Male Tot Tot Fem Tot Fem
Fem Fem Pct Sal Male Pct Sal Fem Pct Sal Unk Pct Avg Sal TOT Mnrt Pct Avg Sal Male Pct Avg Sal Fem Pct Avg Sal

1 1 100.00 137,542 1 100.00 137,542

1 1 100.00 110,981 1 100.00 110,981

1 1 100.00 135,821 1 100.00 135,821

1 1 100.00 107,120

5 4 80.00 95,774 1 20.00 103,478

4 4 100.00 120,153

3 1 33.33 71,802 2 66.67 73,990

6 1 16.67 87,683 5 83.33 81,408 1 16.67 64,272
30 2 6.67 51,374 20 66.67 51,817 10 33.33 52,915

6 1 16.67 67,486 4 66.67 61,085 2 33.33 56,387

2 1 50.00 68,185 1 50.00 68,000



1

100.00

51,898

100.00

100.00

75.00

100.00

100.00

100.00

100.00

100.00

100.00

100.00

156,795

128,755

141,723

88,695

144,607

150,318

92,362

51,898

87,459

129,779

1

1

1

25.00

100.00

100.00

120,005

100,975

121,339



11

108

13

16.67

20.00

100.00

100.00

100.00

12.04

100,693 5 83.33

5 45.45
69,699
71,254
102,277
1 100.00
1 100.00
142,050
1 100.00
90,779 66 61.11

96,004

83,889

111,578

152,414

163,836
86,537

42

16.67

54.55

100.00

100.00

100.00

100.00

100.00

100.00

100.00

38.89

100,693

81,578

113,977

74,542

84,769

71,254

102,277

103,597

142,050

81,378



108

14

12

22

13

12.04

14.29

16.67

50.00

13.64

100.00

50.00

66.67

90,779

61,072

68,248

53,437

71,779

54,631

70,000

82,013

66

11

61.11

21.43

25.00

33.33

50.00

50.00

33.33

37.50

50.00

50.00

38133

86,537

59,405

70,665

65,500

53,437

55,104

59,697

65,287

74,825

70,000

86,146

42 38.89
11 78.57
9 75.00
2 66.67
1 50.00
1 100.00
1 50.00
2 66.67
5 62.50
11 50.00
1 100.00
1 50.00
2 66.67

81,378

58,433

62,834

65,704

69,620

91,707

69,628

49,861

58,348

71,955

54,631

70,164

81,624



94

14

28.57

14.89

50.00

25.00

100.00

100.00

66,178

67,744

92,251

57,776

70,445

73,101

1

g

1

5
36

1

1

20.00

42.86

100.00

100.00
38.30

50.00

100.00

43,159

67,637

82,046

63,581

67,918

92,251

73,101

4

4

58

80.00

57.14

100.00

100.00

100.00

61.70

100.00

50.00

100.00

100.00

49,807

58,749

91,480

82,266

82,655

64,349

80,624

85,862

56,168

70,445



11

13

S

1

1

2

45.45

100.00

100.00

15.38

72,804

109,262

81,189

95,226

2

6

18.18

100.00

100.00

100.00

100.00

100.00
46.15

82,676

81,189

79,209

114,430

68,079

87,550

83,089

81.82

100.00

100.00

100.00

100.00

100.00

53.85

100.00
100.00

68,075

69,620

109,262

71,403

87,654

63,147

80,020

50,029

50,029



3.70

46,597

3.70

46,597

121

10

27

10

12

24

21 17.36 71,566 44
3 30.00 84,949 6
1

1

1

1 25.00 58,916 3
2

1 100.00 110,657

1 3.70 46,597 23

11

21

36.36

60.00

100.00

100.00

100.00

75.00

100.00

85.19

83.33

90.00

91.67

87.50

70,658

86,069

92,812

142,320

95,157

65,541

108,325

47,553

55,025

70,788

62,827

78,438

77

4

63.64

40.00

25.00

100.00

11.11

16.67

10.00

8.33

12.50

65,651

82,229

58,916

110,657

50,642

58,526

64,531

57,263

73,911



1

1

1

1

100.00

100.00

50.00

100.00

130,000

108,995

79,710

60,859

1

83.33

100.00

100.00

100.00

50.00

100.00

100.00

100.00

100.00

97,059

78,633

130,000

112,540

75,219

88,904

64,065

108,995

87,629

16.67

100.00

50.00

100.00

100.00

88,068

13218

75,219

58,205

60,859



0.81 46,597 1 0.81

1 3.70

46,597

63,860

1
124

11

13

27

14

15

45

10

8.06

33.33

27.27

11.11

35.71

4.44

85,058

91,805

91,805

75,626

48,745

47,998

1
103

20

14

35

2

100.00
83.06

66.67

50.00
63.64

61.54

74.07

50.00

93.33

77.78

66.67

93,328
71,231 20
94,254 3
103,686 1
95,601 4
64,113 5
72,471 6
48,691 7
2
1
59,009 1
50,054 10
67,486 1

16.13

33.33

50.00
36.36

38.46

22.22

50.00

100.00

100.00

6.67

22.22

38133

70,402

91,805

108,500
95,979

61,315

72,200

46,912

53,750

112,891

57,526

49,217

69,628



18

38.89

50.00

16.67

33.33

64,330

88,351

70,555

76,014

100.00

100.00

38.89

100.00

50.00

83.33

33.33

100.00

100.00

50.00

50.00

78,719

85,941

67,918

73,866

88,351

71,367

74,933

76,144

64,272

80,080

81,821

11

61.11

50.00

100.00

16.67

66.67

50.00

50.00

61,151

81,165

97,284

71,377

76,536

75,893

85,490



7 4 57.14 56,632 3 42.86 54,523

13 7 53.85 69,751 6 46.15 60,349
1 1 100.00 101,383
1 1 100.00 80,340 1 100.00 80,340
1 1 100.00 99,010
1 1 100.00 65,627
3 2 66.67 56,691 1 33.33 54,631 2 66.67 56,691
4 2 50.00 62,445 1 25.00 62,445 3 75.00 62,445
1 1 100.00 80,876 1 100.00 80,876
1 1 100.00 72,842 1 100.00 72,842
1 1 100.00 98,259 1 100.00 98,259
3 1 33.33 90,000 2 66.67 90,077 1 33.33 85,896

0.48 63,860 210 30 14.29 66,281 134 63.81 63,747 75 35.71 64,141



100.00

100.00
85.71

100.00

100.00

100.00
100.00

50.00

33.33

100.00

38133

68,456

81,774

70,676

124,827

92,123

68,300
95,083

88,959

88,959

52,300

61,068

100.00

14.29

50.00

100.00
66.67

66.67

61,472

61,472

94,447

67,523
80,985

55,863



7
2
2 1
16 1
1
17 1
6
5 2
29 3
0.25 46,597 2 0.50 55,229 403 47
7 1
17 2
10

50.00
6.25

5.88

40.00

10.34

11.66

14.29

11.76

50,279
50,279

100,031

144,459

129,650

75,610

51,257

56,640

10
270

42.86

50.00
37.50

100.00

29.41

16.67

60.00

34.48

67.00

14.29

17.65

40.00

59,856

57,473
58,402

140,551

103,858

122,055

144,677
121,593
70,047

41,777

56,640

66,442

10

12

19
131

14

100.00

57.14

100.00

50.00
62.50

70.59

83.33

40.00

65.52

32.51

85.71

82.35

60.00

67,980

55,756

70,618

50,279
59,425

100,757

122,354

137,093

110,265

72,635

50,245

56,582

67,936



34

57

17

16

8.82

33.33

20.00
15.38

8.77

29.41

31.25

50.00

54,846

54,203

58,241

56,222

42,309

45,951

50,112

42,326

45

10

11

4

23.53

50.00

66.67

33.33

30.77

100.00

78.95

58.82

68.75

100.00

59,683

106,317

58,002

63,087

71,352

35,906

42,079

45,793

49,242

47,690

26

©

12

7

5

1

76.47

50.00

33.33

66.67

100.00
69.23

21.05

41.18

31.25

100.00

57,740

115,360

59,225

57,307

58,882

64,846

41,716

45,525

48,182

51,080



1.00

102
149

39

38,337 1 1.00 42,000 100

18

1

18
23

27

25.00

17.65
15.44

37.50

50.00

50.00

15.38

27.00

48,927

45,858
47,932

57,449

61,276

42,690

38,711

44,245

3

76
88

12

75.00

100.00
74.51
59.06

100.00
100.00

12.50

30.77

7.00

5.56

16.67

47,927

68,909

44,321

46,946

55,822

55,822

50,000

38,501

41,895

56,821

51,940

26
61

27

92

17

25.00

25.49
40.94

100.00

87.50

100.00

100.00

69.23

92.00

94.44

83.33

45,926

44,507
53,148

51,920

56,589

61,439

40,658

38,856

44,477

53,817

61,373



1
38,337 1 0.53 42,000 190
38,337 1 0.52 42,000 191

75

100.00

50.00

100.00

16.84

17.28

100.00

100.00
100.00

100.00

100.00

50.00

100.00

75.00

39,860

41,759

53,727

41,513

41,946

99,594

91,188
95,391

47,362

70,892

63,345

80,811

42,999

100.00

50.00

82.63
82.20

50.00

25.00

70,040

39,774

46,163
46,163

70,098

43,062



1 111 42179 90
1 1.09 42,179 92

14

15
29

43

©o© ©

12

10.00
9.78

25.00

100.00
40.00

50.00
50.00

14.29

1888
13.79

100.00
100.00
27.91

46,542
46,542

64,260

44,163
54,212

39,786
39,786

46,723

2,81

49,548

38,429
38,429
45,105

88
90

12

19

97.78
97.83

50.00

100.00
60.00

16.67
16.67

42.86

40.00
41.38

100.00

100.00

4419

100.00

100.00

100.00

49,914
50,925

65,795

44,163
58,584

35,927
35,927

47,716

60,781

54,248

38,429

38,429

51,471

82,158

80,131

103,552

N DN

17

24

2.22
217

50.00

40.00

83.33
83.33

57.14

60.00
58.62

55.81

56,580
56,580

63,232

63,232

40,874
40,874

46,530

54,933

50,978

49,895



2 100.00 43,348 2 100.00 43,348

1 100.00 48,927 1 100.00 48,927

4 100.00 62,389

2 22.22 64,000 8 88.89 66,653 1 11.11 64,000

1 100.00 65,619

1 100.00 87,136

4 100.00 56,001

1 100.00 65,580

2 100.00 64,528

1 100.00 70,639

1 100.00 87,222

1 50.00 49,486 1 50.00 46,787 1 50.00 49,486
6 17.65 52,185 32 94.12 66,267 2 5.88 56,743



9.09 56,756 11 3 27.27 54,789 7 63.64 54,643 4 36.36 53,500

5 1 20.00 63,500 1 20.00 70,487 4 80.00 64,244
2 2 100.00 47,679

7 5 71.43 44,060 2 28.57 43,834
5 3 60.00 63,339 2 40.00 63,703
1 1 100.00 68,840

1 1 100.00 55,491

5 4 80.00 46,339 1 20.00 42,741
7 2 28.57 45,435 4 57.14 46,965 3 42.86 47,556
5 1 20.00 51,092 4 80.00 51,367
9 2 22.22 52,926 6 66.67 53,551 3 33.33 50,622

0.92 39,115 1 0.92 39,115 109 2 1.83 39,115 89 81.65 40,889 19 17.43 39,493



88 1 1.14 54,444 82 93.18 51,842 6 6.82 52,017

32 30 93.75 58,340 2 6.25 50,941
2 2 100.00 61,349
9 1 11.11 41,562 8 88.89 45,357 1 11.11 44,867
6 6  100.00 55,294
9 9 100.00 44,817
8 2 25.00 46,119 6 75.00 44,641
21 14 66.67 51,086 7 33.33 49,902
2 2 100.00 61,311
0.58 47,936 1 0.29 39,115 344 12 3.49 49,902 279 81.10 48,816 64 18.60 47,737
1 1 100.00 38,337 1 100.00 38,337
1 1 100.00 38,337 1 100.00 38,337

1 14.29 65,405 7 6 85.71 65,493



1.12

65,405

12

11

14

19

89

6

1

12 100.00 37,493 9
1 9.09 41,635 10
5

1 14.29 50,442 7
4

14

1 5.26 47,217 19
2

15 16.85 39,281 84

100.00

100.00

100.00

75.00

90.91

100.00

100.00

100.00

100.00

100.00

100.00
94.38

100.00

49,930

57,681

72,074

37,443

42,374

48,366

52,511

66,228

50,056

57,477

68,294

52,685

46,186

3

25.00

9.09

4.49

37,644

40,406

38,335



2
4

0.32
0.23

47,936
46,162

1
2

2.38

0.83

0.16
0.12

44,668 2 476 41,963 42

30

1 714 40,252 14

16

7
44,668 3 2.50 41,392 120

12

22
40
44,668 S 0.80 45,739 628

41,503 8 0.46 47,644 1,735

20

60
224

19.05

20.00

50.00

14.29

12.50

16.67

50.00

13.64
15.00

9.55
12.91

42,263

50,157

51,032

40,126

43,092

45,377

38,956

39,997
39,476
44,731
56,909

20

21

12

15

85

11

22

38
519
1,129

47.62

70.00

100.00

75.00

85.71

93.75

100.00
70.83

91.67

83.33

100.00

95.00

82.64
65.07

43,923

50,017

43,184

50,660

40,467

44,083

44,869
45,436

77,186

40,895

47,612

55,289

50,418
57,553

20

32

104
598

47.62

30.00

25.00

7.14

6.25

26.67

8.33

16.67

5.00

16.56
34.47

42,656

47,445

54,427

40,000

42,265

44,276

76,057

37,997

57,027

46,662
57,929



Disb

2

Disb Avg Avg

Disb Pct Sal

3.33

33.33

56,662

56,387

Sal

137,542

110,981

135,821

107,120

97,315

120,153

73,261

78,552

52,183

59,519

68,093

Avg
Age

53.0

53.0

52.0

45.0

55.8

62.0

50.3

50.3

441

51.7

59.5

249.00

226.00

242.00

183.00

175.00

368.50

188.33

211.67

141.57

219.50

168.50




156,795

128,755

136,294

88,695

100,975

121,339

144,607

1 100.00 150,318 150,318

92,362

51,898

87,459

1 50.00 126,463 129,779

74.0

41.0

53.5

51.0

46.0

61.0

43.0

51.0

33.0

57.0

57.0

59.5

629.00

236.00

285.25

318.00

239.00

350.00

209.00

354.00

96.00

221.00

365.00

304.00




4.63

89,243

96,786

82,628

113,977

74,542

84,769

71,254

102,277

111,578

103,597

152,414

142,050

163,836
84,531

55.2

50.3

54.0

52.2

57.0

56.0

51.0

62.0

57.0

54.0

48.0

54.0
50.7

169.00

134.00

213.00

256.40

144.50

390.00

112.00

334.00

340.00

234.00

48.00

127.00
200.07




1

4.63

12.50

4.55

89,243

61,882

74,838

84,531

58,641

64,792

65,636

61,529

91,707

62,366

53,140

60,950

73,390

54,631

70,082

83,131

50.7

51.9

51.2

39.3

45.5

53.0

59.0

47.3

5.3

49.4

46.0

48.5

565

200.07

238.86

153.25

101.67

157.00

274.00

116.50

91.00

167.38

165.45

127.00

144.00

314.67




1

213

50.00

68,360

85,862

48,477

62,558

91,480

82,266

82,046

82,655

63,581

65,716

80,624

89,057

56,168

70,445

73,101

38.0

50.4

45.0

57.0

59.0

56.0

49.8
49.7

47.0

57.5

50.0

50.0

54.0

35.80

164.57

268.00

114.00

113.00

129.00

157.20

166.61

120.00

324.50

121.50

290.50

333.00




1

9.09

50.00

7.69

85,862

71,070

71,070

70,729

69,620

109,262

71,403

81,189

79,209

87,654

114,430

68,079

63,147

87,550

81,437

50,029

50,029

51.2

47.0

54.0

43.0

51.0

53.0

47.5

40.0

40.0

48.0

53.0
46.7

52.3
52.3

208.09

178.00

288.00

126.00

104.00

283.00

125.00

195.00

26.00

11.00

30.00
126.38

157.33
157.33




3.31

10.00

25.00

7.41

10.00

73,413

84,654

64,713

47,280

65,865

67,472

84,533

92,812

142,320

95,157

63,885

108,325

110,657

47,861

55,608

70,163

62,364

77,872

49.6

47.2

45.0

46.0

34.0

37.0

51.5

52.0

30.2

45.7

46.2

41.5

51.8

165.83

138.70

189.00

197.00

86.00

43.75

331.50

165.00

52.15

140.33

230.40

112.33

240.29




1

100.00

78,633

95,560

78,633

130,000

112,540

13218

75,219

88,904

64,065

108,995

87,629

58,205

60,859

54.5

43.0

53.0

64.0

61.0

51.0

52.0

44.7

54.0

52.0

46.0

56.0

39733

61.00

254.00

391.00

291.00

247.00

255.00

100.00

343.00

229.50

118.00

210.00




100.00

5.65

11.11

9.09

7.69

7.14

2.22

93,328

68,822

86,838

86,838

64,776

50,377

55,435

93,328

70,898

93,437

106,093
95,738

63,037

72,092

47,801

53,750

112,891

58,910

49,868

68,200

56.0
44.2

45.9

44.0

45.5

45.2

45.9

41.8

61.0

51.0

48.9

42.4

47.7

103.00
163.34

120.44

133.00
122.73

184.08

188.63

135.86

253.50

323.00

172.13

116.78

168533




1

1

1

16.67

5.56

16.67

16.67

73,890

62,102

70,555

75,190

78,719

85,941

63,783

73,866

84,758

97,284

71,368

76,002

76,144

64,272

77,986

83,656

48.2

54.3

49.8

56.0

54.5

50.0

46.7

49.7

57.0

33.0

47.3

45.0

183.67

247.75

184.72

43.00

157.00

169.00

215.33

145.67

393.00

51.00

171.25

192.50




3.33

64,618

55,728

65,411

101,383

80,340

99,010

65,627

56,004

62,445

80,876

72,842

98,259

88,683
63,888

45.9

46.5

38.0

48.0

43.0

58.0

46.7

45.3

42.0

41.0

59.0

52.0
46.3

129.00

132.08

160.00

222.00

132.00

160.00

97.00

185.75

53.00

112.00

230.00

135.33
159.37




1

38133

50,000

61,472

68,456

81,774

69,361

124,827

92,123

68,300
95,083

91,703

67,523
83,643

52,300

57,598

54.0

47.6

60.0
50.3

48.0

48.0

29.0
41.7

43.5

45.0
44.0

41.0

447

49.00

175.40

196.00
160.29

242.00

246.00

11.00
166.33

242.50

256.00
247.00

30.00

iII3{E33




67,980

57,513

70,618

53,876
1 6.25 50,000 59,041

140,551

101,669

122,304

141,643

114,171

16 3.97 66,932 70,815

49,036

56,592

1 10.00 69,549 67,338

49.0

40.9

47.0

41.5
429

47.0

51.7

51.2

51.6

51.4

45.9

48.9

42.2

47.5

75.00

75.86

225.50

93.50
104.25

101.00

180.00

138.50

133.00

160.59

158.21

80.00

121.71

193.00




1 2.94

1 50.00
1 7.69
1 1.75

69,549

115,360

115,360

43,619

58,197

110,839

58,409

59,234

58,882

66,848

35,906

42,003

45,683

48,911

47,690

51,080

451

56.5

36.7

36.7

41.0
414

28.5

36.9

46.2

37.8

55.0

47.0

134.09

207.00

74.00

112.67

169.20
140.00

17.50

62.93

121.41

111.44

91.75

263.00




1
3

1

2

0.98
2.01

12.50

7.69

7.00

11.11

43,619
76,176

57,000

41,230

44,597

51,234

47,427

68,909
44,369
49,485

55,822

55,822

51,920

55,765

61,439

40,658

38,747

44,271

53,984

59,801

37.3

52.0
39.4
40.9

55.0
55.0

65.0

56.0

53.3

40.0

52.1

47.7

50.8

41.0

40.00

159.00
82.53
99.31

146.00
146.00

191.00

150.63

139.50

173.00

118.08

126.21

192.22

166.00




13
13

1

6.84
6.81

8.00

50.00

45,795
45,795

44,271

63,345

70,040

39,860

40,767

53,727

45,358

45,413

99,594

91,188
95,391

47,362

70,892

66,722

80,811

43,015

48.0

441

46.5

55.0

491

491

51.0

56.0
53.5

45.9

42.1

38.0

50.0

57.3

63.00

115.50

104.50

205.00

133.59

133.66

240.00

32.00
136.00

116.05

200.38

15.00

27.00

94.25




7 7.78

7 7.61
2 14.29
2 6.90
2 4.65

46,996
46,996

45,824

45,824

45,824

50,062
51,048

64,514

44,163
60,443

40,050
40,050

47,038

57,272

52,332

38,429

38,429

50,591

82,158

80,131

103,552

45.9
46.1

58.3

38.0

54.2

50.2
50.2

50.3

46.7
48.4

61.0

61.0

50.2

83.0

50.0

78.0

119.34
119.71

220.25

138.00
203.80

90.67
90.67

159.14

193.20
176.76

224.67

224.67

171.23

280.00

177.33

183.00




1

11.11

2.94

68,450

68,450

43,348

48,927

62,389

66,358

65,619

87,136

56,001

65,580

64,528

70,639

87,222

48,137
65,707

49.5

72.0

47.5

45.6

61.0

53.0

52.3

45.0

59.5

46.0

51.0

64.0
52.8

178.50

176.00

205.00

174.44

405.00

345.00

186.25

226.00

326.00

254.00

208.00

295.50
216.00




1

20.00

4.59

63,133

39,115

54,227

65,492

47,679

43,995

63,484

68,840

55,491

45,619

47,218

51,312

52,575

40,629

40.8

50.4

36.0

49.1

46.0

48.0

76.0

56.2

48.0

52.6

441

34.1

107.09

208.20

90.00

121.43

148.40

332.00

396.00

193.00

80.00

106.40

125.78

70.42




2

15

2

4.55

22.22

12.50

9.52

4.36

28.57

53,394

43,215

44,857

58,680

48,062

65,350

51,854

57,878

61,349

45,303

55,294

44,817

45,011

50,691

61,311

48,587

38,337

38,337

65,480

42.5

40.5

48.0

40.7

53.3

50.8

38.1

47.7

46.5
411

64.0
64.0

51.1

190.11

193.16

249.00

114.44

241.00

154.11

96.25

195.00

301.50
140.48

227.00
227.00

73.14




7.14

15.79

6.74

16.67

52,917

52,873

57,039

44,379

49,930

57,681

72,074

37,493

42,195

48,366

52,511

66,228

50,056

57,477

68,294

52,183

46,186

63.0

53.5

79.0

58.7

42.0

49.2

43.3

42.8

47.0

48.6

52.5

49.4

53.7

91.00

104.50

288.00

122.92

61.00

154.00

151.29

155.75

119.86

157.47

236.50
126.51

179.17




4 9.52 43,335 43,226 413 72.52
49,246 453  122.40
43,184  39.0 42.00
51,602 61.8 200.50
40,419 459 75.29
43,969 52.3  136.31

44,869 571  135.71
5 417 43,543 45,025 46.5 106.85

1 8.33 76,057 77,092  46.3 75.83
40,412  48.8 77.00

47,612 50.0 107.95

1 2.50 76,057 55,376  48.7 93.68
28 4.46 50,907 49,759 445 133.32
78 4.50 57,444 57,637 46.0 142.86




B0029: EEO Planning by Org Structure

Calendar Month/Y




Execution Date : 1/2/25



Report Info

Prompt Input

Agriculture Consumer Service;Agriculture Consumer Service;Dept of Agriculture Consumer Services;Agr Tobacco Trust;Agr
Organizational Unit Finance Authority

CalMonth/Year 12/2024
Personnel Area(s)

Employee Group(s) AB,CE:P;,QY
Employee Subgroup(s)

Exclude Employee Subgroup G1

Employee Pay Type(s)

Employee Pay Area(s)

Employee Pay Group(s)

Employee Pay Level(s)




Execution Date : 1/2/25



B0031: Staffing by Occupational Category

Calendar Month/Year: 01/2024 - 12/2024

Personnel Area
Agriculture Consumer Services

State SOC Category
OFFICIALS AND ADMINISTRATORS

MANAGEMENT RELATED

PROFESSIONALS

TECHNICIANS AND TECHNOLOGISTS

ADMINISTRATIVE SUPPORT

Execution Date : 1/2/25

Employees 62 33 3 4 1 1 4
% Represented 57.407 30.556 2.778 3.704 0.926 0.926 3.704
New Hires 1

% Represented 100.000

Promotions 9 4

% Represented 69.231 30.769

Employees 85 65 8 9 1 1 2
% Represented 28.926 53.719 6.612 7.438 0.826 0.826 1.653
New Hires 1 3 1 1

% Represented 16.667 50.000 16.667 16.667

Promotions 14 1
% Represented 93.333 6.667
Employees 250 104 7 7 1 4 10 16 1
% Represented 62.035 25.806 1.737 1.737 0.248 0.993 2.481 3.970 0.248
New Hires © 8 1 2
% Represented 29.412 47.059 5.882 11.765
Promotions 24 15 1 1

% Represented 57.143 35.714 2.381 2.381

Employees 74 52 7 8 2 © 1
% Represented 49.664 34.899 4.698 5.369 1.342 3.356 0.671
New Hires 15 11 1 2 2 1

% Represented 46.875 34.375 3.125 6.250 6.250 3.125

Promotions 3 4 1 1

% Represented 33.333 44.444 11.111 11.111

Employees 30 121 3 28 4




PROTECTIVE SERVICES

SERVICE

SKILLED CRAFT

% Represented 15.707 63.351 1.571 14.660 2.094

New Hires 2 9 1 4 1

% Represented 11.111 50.000 5.556 22.222 5.556

Promotions 3 1 1

% Represented 60.000 20.000 20.000

Employees 82 1 5 1 2
% Represented 89.130 1.087 5.435 1.087 2.174
New Hires 12 1

% Represented 92.308 7.692

Promotions 2

% Represented 100.000

Employees 12 19 2 2 4 1 2

% Represented 27.907 44.186 4.651 4.651 9.302 2.326 4.651

New Hires 1 1

% Represented 50.000 50.000
Promotions 2

% Represented 100.000

Employees 479 84 18 15 7 1 9 3 4
% Represented 76.274 13.376 2.866 2.389 1.115 0.159 1.433 0.478 0.637
New Hires 26 12 2 2 1

% Represented 53.061 24.490 4.082 4.082 2.041

Promotions 27 5 1 1 1
% Represented 77.143 14.286 2.857 2.857 2.857




NHOPI NHOPI Two+ Two+ Ethn

Male Fem Male Fem Unk
108 13 42 8
100.000 12.037 38.889 4.630
1
100.000

13 4

100.000 30.769
121 21 77 4
100.000 17.355 63.636 3.306
6 2 4 1
100.000 33.333 66.667 16.667

15 1 15

100.000 6.667( 100.000
1 2 403 47 131 16
0.248 0.496| 100.000 11.663 32.506 3.970
1 17 3 11 1
5.882| 100.000 17.647 64.706 5.882

1 42 3 16

2.381 100.000 7.143 38.095
149 23 61 3
100.000 15.436 40.940 2.013

32 6 13

100.000 18.750 40.625
9 2 5 1
100.000 22.222 55.556 11.111
3 1 1 191 39 157 13




1.571 0.524 0.524( 100.000 20.419 82.199 6.806
1 18 7 15 3
5.556 100.000 38.889 83.333 16.667
5 2 5
100.000 40.000| 100.000
1 92 9 2 7
1.087 100.000 9.783 2.174 7.609
{18 1 1
100.000 7.692 7.692
2
100.000
1 43 12 24 2
2.326 100.000 27.907 55.814 4.651
2 2 1
100.000{ 100.000 50.000
2 2
100.000 100.000
2 1 5 628 60 104 28
0.318 0.159 0.796] 100.000 9.554 16.561 4.459
1 5 49 6 14 4
2.041 10.204] 100.000 12.245 28.571 8.163
35 3 6 2
100.000 8.571 17.143 5.714




Report Info

Prompt Input

Organizational Unit Agriculture Consumer Service;Dept of Agriculture Consumer Services;Agr Tobacco Trust;Agr Finance Authority
CalMonth/Year 01/2024 - 12/2024

Personnel Area(s)

Employee Group(s) AB;C;E;P;Q;Y

Exclude Personnel Area(s) 0201;6701

Exclude Employee Subgroup G1




Execution Date : 1/2/25



B0170: Labor Force Standard - Employee Distribution xecution Date : 1/2/25
by SOC Subcateqory as of DEC 2024 Based on 2020 Census

Agriculture Consumer Services

SOC Category: OFFICIALS AND ADMINISTRATORS ==== Subcategory: OFFICIALS AND ADMINISTRATORS
‘ White| White Black Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI NHPI Two+ Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Fem Mnrt| Disab Vets
Agency Data
# Employed 62 33 3 4 1 1 0 4 0 0 0 0 0 0 0 108 42 13 5 5
% Employed 57.4 30.6 2.8 3.7 0.9 0.9 0.0 3.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 38.9 12.0 4.6 4.6

Labor Force Standard

# Expected 52 33 7 8 4 2 2 2 1 1 0 0 1 1 46 27 11
% Expected 47.8 29.9 5.7 7.2 3.0 1.7 1.8 1.0 0.3 0.3 0.0 0.0 0.7 0.6 40.1 21.0 9.3
# Difference 10 0 -4 -4 -3 -1 -2 2 -1 -1 0 0 -1 -1 -4 -14 -6
% Difference 9.6 0.7 -2.9 -3.5 -2.1 -0.8 -1.8 2.7 -0.3 -0.3 0.0 0.0 -0.7 -0.6 -1.2 -9.0 -4.7

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: MANAGEMENT RELATED ==== Subcategory: BUSINESS SPECIALISTS, INCL PURCHASING

White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Two+ Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Male Fem Unk Total Mnrt| Disab Vets
Agency Data
# Employed 30 50 6 5 0 1 0 2 0 0 0 0 0 0 0 94 58 14 2 4
% Employed 31.9 53.2 6.4 5.3 0.0 1.1 0.0 2.1 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 61.7 14.9 2.1 4.3

Labor Force Standard

# Expected 37 34 6 10 3 2 2 2 1 1 0 0 1 1 49 27 9
% Expected 38.9 35.8 6.1 10.2 23 2.1 1.3 1.6 0.3 0.2 0.0 0.0 0.6 0.6 49.9 241 9.3
# Difference -7 16 0 -5 -3 -1 -2 0 -1 -1 0 0 -1 -1 9 -13 -7
% Difference -7.0 17.4 0.3 -4.9 -2.3 -1.0 -1.3 0.5 -0.3 -0.2 0.0 0.0 -0.6 -0.6 11.8 -9.2 -7.2

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: MANAGEMENT RELATED ==== Subcategory: HR, TRAINING AND LABOR RELATIONS SPEC

White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Mnrt| Disab Vets
Agency Data
# Employed 0 6 2 3 0 0 0 0 0 0 0 0 0 0 0 11 9 5 1 1
% Employed 0.0 54.5 18.2 27.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 81.8 45.5 9.1 9.1

Labor Force Standard

# Expected 3 5 1 & 1 1 1 1 1 1 0 0 1 1 11 10 2
% Expected 19.9 44 .4 6.5 20.0 1.2 3.7 0.7 1.3 0.1 0.4 0.0 0.0 0.5 1.2 69.8 33.9 9.3
# Difference -3 1 1 0 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -2 -5 -1
% Difference -19.9 10.1 11.7 7.3 -1.2 -3.7 -0.7 -1.3 -0.1 -0.4 0.0 0.0 -0.5 -1.2 12.0 11.6 -0.2

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: MANAGEMENT RELATED ====

Subcategory: FINANCE SPECIALISTS

‘ White| White| Black| Black Hisp Hisp| Asian| Asian Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Unk Total Fem Mnrt| Disab Vets
Agency Data
# Employed ) 6 0 1 1 0 0 0 0 0 0 0 0 0 0 13 7 2 1 2
% Employed 38.5 46.2 0.0 7.7 7.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 53.8 15.4 7.7 15.4
Labor Force Standard
# Expected 6 ) 1 2 1 1 1 1 1 1 0 0 1 1 10 9 2
% Expected 42.2 32.7 5.3 11.6 1.7 1.3 1.4 1.8 0.2 0.4 0.0 0.0 0.7 0.8 47.8 23.7 9.3
# Difference -1 1 -1 -1 0 -1 -1 -1 -1 -1 0 0 -1 -1 -3 -7 -1
% Difference -3.7 13.5 -5.3 -3.9 6.0 -1.3 -1.4 -1.8 -0.2 -0.4 0.0 0.0 -0.7 -0.8 6.0 -8.3 -1.6
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 491 33.9 9.3




SOC Category: MANAGEMENT RELATED ==== Subcategory: MARKETING OCCUPATIONS

White| White Black| Black Hisp Hisp| Asian| Asian AIAN Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Male Unk Total Fem Mnrt| Disab Vets
Agency Data
# Employed 0 3 0 0 0 0 0 0 0 0 0 0 0 0 0 3 3 0 0 0
% Employed 0.0 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 100.0 0.0 0.0 0.0

Labor Force Standard

# Expected 2 2 1 1 1 1 1 1 1 1 1 0 1 1 6 8 1
% Expected 39.7 36.1 5.3 7.9 1.7 1.6 3.0 2.3 0.3 0.2 0.1 0.0 0.9 0.8 48.1 22.3 9.3
# Difference -2 1 -1 -1 -1 -1 -1 -1 -1 -1 -1 0 -1 -1 -3 -8 -1
% Difference -39.7 63.9 -5.3 -7.9 -1.7 -1.6 -3.0 -2.3 -0.3 -0.2 -0.1 0.0 -0.9 -0.8 51.9 -22.3 -9.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROFESSIONALS ==== Subcategory: COMPUTER AND MATHEMATICAL OCCUPATIONS

‘ White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Mnrt| Disab Vets
Agency Data
# Employed 98 15 1 1 1 0 2 4 0 0 0 0 1 0 1 124 20 10 7 4
% Employed 79.0 12.1 0.8 0.8 0.8 0.0 1.6 3.2 0.0 0.0 0.0 0.0 0.8 0.0 0.8 100.0 16.1 8.1 5.6 3.2
Labor Force Standard
# Expected 61 21 10 7 4 2 15 6 1 1 0 0 2 1 37 46 12
% Expected 48.9 16.3 7.7 4.9 3.1 0.9 11.4 4.1 0.2 0.2 0.0 0.0 1.5 0.7 26.4 32.5 9.3
# Difference 37 -6 -9 -6 -3 -2 -13 -2 -1 -1 0 0 -1 -1 -17 -36 -5
% Difference 30.1 -4.2 -6.9 -4.1 -2.3 -0.9 -9.8 -0.9 -0.2 -0.2 0.0 0.0 -0.7 -0.7 -10.3 -24.4 -3.7
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROFESSIONALS ==== Subcategory: ARCHITECTURE AND ENGINEERING OCCUPATIONS

‘ White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Two+ Ethn Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Male Fem Unk Total Mnrt| Disab Vets
Agency Data
# Employed 7 1 0 1 0 0 0 2 0 0 0 0 0 0 0 11 4 3 1 1
% Employed 63.6 9.1 0.0 9.1 0.0 0.0 0.0 18.2 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 36.4 27.3 9.1 9.1
Labor Force Standard
# Expected 8 2 1 1 1 1 1 1 1 1 0 0 1 1 6 8 2
% Expected 70.0 10.4 5.1 1.9 24 0.8 5.9 1.9 0.2 0.1 0.0 0.0 1.0 0.2 15.1 18.3 9.3
# Difference -1 -1 -1 0 -1 -1 -1 1 -1 -1 0 0 -1 -1 -2 -5 -1
% Difference -6.4 -1.3 -5.1 7.2 -2.4 -0.8 -5.9 16.3 -0.2 -0.1 0.0 0.0 -1.0 -0.2 21.3 9.0 -0.2
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROFESSIONALS ==== Subcategory: LIFE, PHYSICAL AND SOCIAL SCIENCE OCCUP

‘ 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 Mnrt| Disab Vets
Agency Data
# Employed 120 59 6 3 0 3 7 10 1 0 0 0 0 0 1 210 75 30 7 7
% Employed 57.1 28.1 2.9 1.4 0.0 1.4 3.3 4.8 0.5 0.0 0.0 0.0 0.0 0.0 0.5 100.0 35.7 14.3 3.3 3.3
Labor Force Standard
# Expected 78 79 8 12 3 3 14 12 1 1 0 0 3 3 107 54 20
% Expected 36.9 37.3 35 5.3 1.3 1.3 6.3 55 0.3 0.2 0.0 0.0 1.1 1.1 49.6 237 9.3
# Difference 42 -20 -2 -9 -3 0 -7 -2 0 -1 0 0 -3 -3 -32 -24 -13
% Difference 20.2 -9.2 -0.6 -3.9 -1.3 0.1 -3.0 -0.7 0.2 -0.2 0.0 0.0 -1.1 -1.1 -13.9 -9.4 -6.0
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROFESSIONALS ==== Subcategory: COMMUNITY, SOC SERV AND RELIGIOUS OCCUP

‘ White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Mnrt| Disab Vets
Agency Data
# Employed 6 1 0 0 0 0 0 0 0 0 0 0 0 0 0 7 1 0 0 0
% Employed 85.7 14.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 14.3 0.0 0.0 0.0
Labor Force Standard
# Expected 2 3 1 2 1 1 1 1 1 1 0 0 1 1 8 9 1
% Expected 25.8 38.3 8.0 20.4 1.4 25 0.6 0.4 0.4 0.9 0.0 0.0 0.4 0.9 62.5 34.6 9.3
# Difference 4 -2 -1 -2 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -7 -9 -1
% Difference 59.9 -24.0 -8.0 -20.4 -1.4 -2.5 -0.6 -0.4 -0.4 -0.9 0.0 0.0 -0.4 -0.9 -48.2 -34.6 -9.3
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROFESSIONALS ==== Subcategory: LEGAL OCCUPATIONS

White| White Black| Black Hisp Hisp| Asian| Asian Ethn Tot
Male Fem Male Fem Male Fem Male Fem Unk Total Mnrt| Disab Vets
Agency Data
# Employed 3 0 0 0 0 0 0 0 0 0 0 0 0 0 0 3 0 0 0 0
% Employed 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0

Labor Force Standard

# Expected 2 2 1 1 1 1 1 1 1 1 0 0 1 1 6 8 1
% Expected 36.8 44.2 3.9 7.1 1.1 3.6 0.6 1.1 0.1 0.3 0.0 0.0 0.3 1.1 56.3 17.8 9.3
# Difference 1 -2 -1 -1 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -6 -8 -1
% Difference 63.2 -44.2 -3.9 -7.1 -1.1 -3.6 -0.6 -1.1 -0.1 -0.3 0.0 0.0 -0.3 -1.1 -56.3 -17.8 -9.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROFESSIONALS ==== Subcategory: EDUCATION, TRAINING AND LIBRARY OCCUP

‘ 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 1 2 0 0 0 0 0 0 0 0 0 0 0 0 0 3 2 0 0 0
% Employed 33.3 66.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 66.7 0.0 0.0 0.0
Labor Force Standard
# Expected 1 2 1 1 1 1 1 1 1 1 0 0 1 1 6 8 1
% Expected 18.3 54.4 3.8 14.9 0.8 25 1.1 1.6 0.1 0.7 0.0 0.0 0.4 1.2 74.1 255 9.3
# Difference 0 0 -1 -1 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -4 -8 -1
% Difference 15.0 12.3 -3.8 -14.9 -0.8 -2.5 -1.1 -1.6 -0.1 -0.7 0.0 0.0 -0.4 -1.2 -7.4 -25.5 -9.3
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROFESSIONALS ==== Subcategory: ARTS, DESIGN, ENTERTAIN AND MEDIA OCCUP

White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN Two+ Ethn Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Fem Unk Total Mnrt| Disab Vets
Agency Data
# Employed 6 9 0 0 0 1 0 0 0 0 0 0 0 0 0 16 10 1 1 0
% Employed 37.5 56.3 0.0 0.0 0.0 6.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 62.5 6.3 6.3 0.0

Labor Force Standard

# Expected 7 7 2 1 1 1 1 1 1 1 0 0 1 1 11 9 2
% Expected 39.6 39.8 6.4 4.7 2.6 3.3 1.0 1.0 0.1 0.2 0.0 0.0 0.7 0.7 49.0 19.3 9.3
# Difference -1 2 -2 -1 -1 0 -1 -1 -1 -1 0 0 -1 -1 -1 -8 -1
% Difference -2.1 16.5 -6.4 -4.7 -2.6 3.0 -1.0 -1.0 -0.1 -0.2 0.0 0.0 -0.7 -0.7 13.5 -13.0 -3.0

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROFESSIONALS ==== Subcategory: HEALTHCARE PRACTITIONERS

White| White| Black| Black Hisp Hisp| Asian| Asian Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Unk Total Fem Mnrt| Disab Vets
Agency Data
# Employed 9 17 0 2 0 0 1 0 0 0 0 0 0 0 0 29 19 3 0 2
% Employed 31.0 58.6 0.0 6.9 0.0 0.0 3.4 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 65.5 10.3 0.0 6.9

Labor Force Standard

# Expected 10 14 1 2 1 1 1 1 1 1 0 0 1 1 19 9 3
% Expected 31.6 474 2.8 6.5 1.2 2.1 2.8 3.1 0.2 0.4 0.0 0.0 0.6 1.2 59.5 19.1 9.3
# Difference -1 3 -1 0 -1 -1 0 -1 -1 -1 0 0 -1 -1 0 -6 -3
% Difference -0.6 11.2 -2.8 0.4 -1.2 -2.1 0.6 -3.1 -0.2 -0.4 0.0 0.0 -0.6 -1.2 6.0 -8.8 -9.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: TECHNICIANS AND TECHNOLOGISTS

==== Subcategory: HEALTH TECHNOLOGISTS

‘ White| White Black| Black Hisp| Asian| Asian AIAN AIAN Ethn Tot
Male Fem Male Fem Fem Male Fem Male Fem Unk Total Mnrt| Disab Vets
Agency Data
# Employed 8 23 0 3 0 0 0 0 0 0 0 0 0 0 0 34 26 3 1 1
% Employed 23.5 67.6 0.0 8.8 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 76.5 8.8 2.9 2.9
Labor Force Standard
# Expected 4 18 2 8 1 1 1 1 1 1 0 0 1 1 29 16 4
% Expected 11.4 52.3 4.9 221 1.1 2.4 1.0 2.0 0.2 0.8 0.0 0.0 0.4 14 79.6 34.5 9.3
# Difference 4 5 -2 -5 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -3 -13 -3
% Difference 12.1 15.3 -4.9 -13.3 -1.1 -2.4 -1.0 -2.0 -0.2 -0.8 0.0 0.0 -0.4 -1.4 -3.1 -25.7 -6.4
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 491 33.9 9.3




SOC Category: TECHNICIANS AND TECHNOLOGISTS ==== Subcategory: DRAFTERS, ENGINEERING & MAPPING TECHNOL

White| White Black| Black Hisp| Asian| Asian AIAN AIAN NHPI NHPI Two+ Two+ Ethn Tot Tot
Male Fem Male Fem Fem Male Fem Male Fem Male Fem Male Fem Unk Total Mnrt Disab Vets
Agency Data
# Employed 3 8 1 1 0 0 0 0 0 0 0 0 0 0 0 13 9 2 1 0
% Employed 23.1 61.5 77 7.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 69.2 15.4 7.7 0.0

Labor Force Standard

# Expected 9 2 2 1 1 1 1 1 1 0 0 0 1 1 5 8 2
% Expected 64.6 13.2 10.6 4.0 3.2 0.8 1.4 0.2 0.5 0.0 0.0 0.0 1.4 0.1 18.2 20.7 9.3
# Difference -6 6 -1 0 -1 -1 -1 -1 -1 0 0 0 -1 -1 4 -6 -1
% Difference -41.5 48.3 -2.9 3.7 -3.2 -0.8 -1.4 -0.2 -0.5 0.0 0.0 0.0 -1.4 -0.1 51.0 -5.3 -1.6

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: TECHNICIANS AND TECHNOLOGISTS ==== Subcategory: LIFE, PHYSICAL & SOCIAL SCIENCE TECHNOL

White| White Black| Black Hisp| Asian| Asian AIAN AIAN NHPI NHPI Two+ Ethn Tot
Male Fem Male Fem Fem Male Fem Male Fem Male Fem Male Unk Total Mnrt Disab Vets
Agency Data
# Employed 63 21 6 4 2 0 5 1 0 0 0 0 0 0 0 102 26 18 1 2
% Employed 61.8 20.6 59 3.9 2.0 0.0 4.9 1.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 25.5 17.6 1.0 2.0

Labor Force Standard

# Expected 39 29 9 14 3 4 2 & 1 1 0 0 1 1 51 37 10
% Expected 38.1 28.0 8.4 13.2 2.6 3.3 1.6 2.1 0.7 0.5 0.0 0.0 0.9 0.6 471 32.4 9.3
# Difference 24 -8 -3 -10 -1 -4 3 -2 -1 -1 0 0 -1 -1 -25 -19 -9
% Difference 23.7 -7.4 -2.5 -9.3 -0.6 -3.3 3.3 -1.1 -0.7 -0.5 0.0 0.0 -0.9 -0.6 -21.6 -14.8 -8.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: ADMINISTRATIVE SUPPORT ==== Subcategory: ADMINISTRATIVE SUPPORT SUPERVISORS

White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Mnrt| Disab Vets
Agency Data
# Employed 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 1 0 0 0 0
% Employed 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0

Labor Force Standard

# Expected 1 1 1 1 1 1 1 1 1 1 0 1 1 1 5 8 1
% Expected 26.7 47.0 7.3 11.0 2.0 24 0.9 0.8 0.1 0.2 0.0 0.1 0.3 1.2 61.4 24.7 9.3
# Difference 0 -1 -1 -1 -1 -1 -1 -1 -1 -1 0 -1 -1 -1 -5 -8 -1
% Difference 73.3 -47.0 -7.3 -11.0 -2.0 -2.4 -0.9 -0.8 -0.1 -0.2 0.0 -0.1 -0.3 -1.2 -61.4 -24.7 -9.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: ADMINISTRATIVE SUPPORT ==== Subcategory: ADMINISTRATIVE SUPPORT OCCUPATIONS

White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Fem Mnrt| Disab Vets
Agency Data
# Employed 29 121 3 28 0 4 0 0 0 3 0 0 0 1 1 190 157 39 13 3
% Employed 15.3 63.7 1.6 14.7 0.0 2.1 0.0 0.0 0.0 1.6 0.0 0.0 0.0 0.5 0.5 100.0 82.6 20.5 6.8 1.6

Labor Force Standard

# Expected 28 98 12 36 3 8 1 & 1 2 0 1 1 & 147 66 18
% Expected 14.5 51.5 6.0 18.5 1.4 3.8 0.5 1.1 0.1 0.7 0.0 0.1 0.4 1.2 75.6 321 9.3
# Difference 1 23 -9 -8 -3 -4 -1 -3 -1 1 0 -1 -1 -2 10 -27 -5
% Difference 0.8 12.2 -4.4 -3.8 -1.4 -1.7 -0.5 -1.1 -0.1 0.9 0.0 -0.1 -0.4 -0.7 7.0 -11.6 -2.5

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROTECTIVE SERVICES ==== Subcategory: PROTECTIVE SERVICES SUPERVISORS

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 0 0 0 0 0 0 0 0 0 0 0 0 0 0 2 0 0 0 0
% Employed 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0

Labor Force Standard

# Expected 2 1 1 1 1 1 1 0 1 1 0 0 1 1 4 7 1
% Expected 60.8 10.7 13.9 7.0 24 0.2 1.4 0.0 0.4 0.6 0.0 0.0 0.8 1.6 18.5 259 9.3
# Difference 0 -1 -1 -1 -1 -1 -1 0 -1 -1 0 0 -1 -1 -4 -7 -1
% Difference 39.2 -10.7 -13.9 -7.0 -2.4 -0.2 -1.4 0.0 -0.4 -0.6 0.0 0.0 -0.8 -1.6 -18.5 -25.9 -9.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROTECTIVE SERVICES ==== Subcategory: PROTECTIVE SERVICES OCCUPATIONS

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 80 1 ) 1 0 0 0 0 2 0 0 0 1 0 0 90 2 9 7 5
% Employed 88.9 1.1 5.6 1.1 0.0 0.0 0.0 0.0 2.2 0.0 0.0 0.0 1.1 0.0 0.0 100.0 2.2 10.0 7.8 5.6

Labor Force Standard

# Expected 50 11 16 8 3 1 1 1 1 1 0 1 2 1 22 32 9
% Expected 54.9 12.0 16.8 8.0 3.3 1.1 0.6 0.2 1.0 0.3 0.0 0.1 1.3 0.4 21.6 31.3 9.3
# Difference 30 -10 -11 -7 -3 -1 -1 -1 1 -1 0 -1 -1 -1 -20 -23 -2
% Difference 34.0 -10.9 -11.2 -6.9 -3.3 -1.1 -0.6 -0.2 1.2 -0.3 0.0 -0.1 -0.2 -0.4 -19.4 -21.3 -1.5

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SERVICE ==== Subcategory: SERVICE SUPERVISORS

White| White| Black| Black Hisp Hisp| Asian| Asian Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Unk Total Fem Mnrt| Disab Vets
Agency Data
# Employed 1 2 1 0 0 0 1 0 0 0 0 0 0 0 0 5 2 2 0 0
% Employed 20.0 40.0 20.0 0.0 0.0 0.0 20.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 40.0 40.0 0.0 0.0

Labor Force Standard

# Expected 2 2 1 1 1 1 1 1 1 1 1 0 1 1 6 8 1
% Expected 371 24.0 11.9 10.3 6.7 3.4 24 1.2 0.5 0.4 0.1 0.0 0.7 1.5 39.3 36.8 9.3
# Difference -1 0 0 -1 -1 -1 0 -1 -1 -1 -1 0 -1 -1 -4 -6 -1
% Difference -17.1 16.0 8.1 -10.3 -6.7 -3.4 17.6 -1.2 -0.5 -0.4 -0.1 0.0 -0.7 -1.5 0.7 3.2 -9.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SERVICE

==== Subcategory: HEALTHCARE SUPPORT OCCUPATIONS

‘ White| White Black| Black Hisp Hisp| Asian| Asian Ethn Tot
Male Fem Male Fem Male Fem Male Fem Unk Total Mnrt| Disab Vets
Agency Data
# Employed 0 3 0 0 1 0 0 2 0 0 0 0 0 0 0 6 5 3 0 1
% Employed 0.0 50.0 0.0 0.0 16.7 0.0 0.0 33.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 83.3 50.0 0.0 16.7
Labor Force Standard
# Expected 1 3 1 3 1 1 1 1 1 1 0 0 1 1 9 10 1
% Expected 59 45.0 4.4 35.8 0.4 3.7 0.2 1.0 0.1 1.5 0.0 0.0 0.2 1.7 87.0 471 9.3
# Difference -1 0 -1 -3 0 -1 -1 1 -1 -1 0 0 -1 -1 -4 -7 -1
% Difference -5.9 5.0 -4.4 -35.8 16.3 -3.7 -0.2 32.3 -0.1 -1.5 0.0 0.0 -0.2 -1.7 -3.7 2.9 -9.3
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SERVICE

==== Subcategory: FOOD AND BEVERAGE OCCUPATIONS

‘ White| White| Black| Black Hisp Hisp| Asian| Asian Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Unk Total Fem Mnrt| Disab Vets
Agency Data
# Employed 11 14 1 2 0 0 0 0 0 1 0 0 0 0 0 29 17 4 2 1
% Employed 37.9 48.3 3.4 6.9 0.0 0.0 0.0 0.0 0.0 3.4 0.0 0.0 0.0 0.0 0.0 100.0 58.6 13.8 6.9 3.4
Labor Force Standard
# Expected 7 10 4 4 3 3 1 1 1 1 1 0 1 1 19 18 3
% Expected 20.8 33.2 11.5 12.5 7.0 8.1 1.3 1.5 0.4 0.6 0.1 0.0 1.3 1.7 55.9 42.9 9.3
# Difference 4 4 -3 -2 -3 -3 -1 -1 -1 0 -1 0 -1 -1 -2 -14 -1
% Difference 171 15.1 -8.1 -5.6 -7.0 -8.1 -1.3 -1.5 -0.4 2.8 -0.1 0.0 -1.3 -1.7 2.7 -29.1 -2.4
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SERVICE ==== Subcategory: BUILDING AND GROUNDS OCCUPATIONS

White| White Black| Black Hisp Hisp| Asian| Asian AIAN Ethn Tot
Male Fem Male Fem Male Fem Male Fem Male Unk Total Mnrt| Disab Vets
Agency Data
# Employed 0 0 0 0 3 0 0 0 0 0 0 0 0 0 0 3 0 3 0 0
% Employed 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 100.0 0.0 0.0

Labor Force Standard

# Expected 1 1 1 1 1 1 1 1 1 1 0 1 1 1 5 8 1
% Expected 31.3 15.3 15.2 1.7 11.3 10.6 0.9 0.7 0.7 0.6 0.0 0.1 1.0 0.6 38.9 51.7 9.3
# Difference -1 -1 -1 -1 2 -1 -1 -1 -1 -1 0 -1 -1 -1 -5 -5 -1
% Difference -31.3 -15.3 -15.2 -11.7 88.7 -10.6 -0.9 -0.7 -0.7 -0.6 0.0 -0.1 -1.0 -0.6 -38.9 48.3 -9.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SKILLED CRAFT ==== Subcategory: SKILLED CRAFT SUPERVISORS

White| White| Black| Black Hisp Hisp| Asian| Asian Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Unk Total Fem Mnrt| Disab Vets
Agency Data
# Employed 28 0 2 2 0 0 1 0 1 0 0 0 0 0 0 34 2 6 1 2
% Employed 82.4 0.0 5.9 5.9 0.0 0.0 2.9 0.0 2.9 0.0 0.0 0.0 0.0 0.0 0.0 100.0 5.9 17.6 2.9 5.9

Labor Force Standard

# Expected 22 3 5 2 3 1 1 1 1 1 0 0 1 1 8 15 4
% Expected 63.6 8.2 12.3 3.8 7.3 1.2 0.8 0.3 1.1 0.2 0.0 0.0 0.8 0.2 13.7 27.0 9.3
# Difference 6 -3 -3 0 -3 -1 0 -1 0 -1 0 0 -1 -1 -6 -9 -3
% Difference 18.8 -8.2 -6.4 2.1 -7.3 -1.2 2.1 -0.3 1.8 -0.2 0.0 0.0 -0.8 -0.2 -7.8 -9.4 -6.4

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SKILLED CRAFT ==== Subcategory: FARMING, FISHING & FORESTRY OCCUPATIONS

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 Vets
Agency Data
# Employed 271 60 2 3 3 0 0 1 1 0 0 0 2 0 1 344 64 12 15 18
% Employed 78.8 17.4 0.6 0.9 0.9 0.0 0.0 0.3 0.3 0.0 0.0 0.0 0.6 0.0 0.3 100.0 18.6 3.5 4.4 5.2

Labor Force Standard

# Expected 117 19 30 9 126 34 2 2 6 1 0 0 3 1 65 210 32
% Expected 34.0 5.5 8.6 24 36.5 9.7 0.3 0.5 1.6 0.1 0.0 0.0 0.6 0.1 18.2 59.7 9.3
# Difference 154 41 -28 -6 -123 -34 -2 -1 -5 -1 0 0 -1 -1 -1 -198 -17
% Difference 44.8 11.9 -8.0 -1.5 -35.6 -9.7 -0.3 -0.2 -1.3 -0.1 0.0 0.0 0.0 -0.1 0.4 -56.2 -4.9

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SKILLED CRAFT ==== Subcategory: CONSTRUCTION AND EXTRACTION OCCUPATIONS

White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Fem Mnrt| Disab Vets
Agency Data
# Employed 0 0 0 0 0 0 1 0 0 0 0 0 0 0 0 1 0 1 0 0
% Employed 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 100.0 0.0 0.0

Labor Force Standard

# Expected 1 1 1 1 1 1 1 1 1 1 0 0 1 0 5 8 1
% Expected 52.3 2.0 10.1 0.3 299 1.5 0.6 0.1 1.8 0.1 0.0 0.0 1.2 0.0 4.0 44 .4 9.3
# Difference -1 -1 -1 -1 -1 -1 0 -1 -1 -1 0 0 -1 0 -5 -7 -1
% Difference -52.3 -2.0 -10.1 -0.3 -29.9 -1.5 99.4 -0.1 -1.8 -0.1 0.0 0.0 -1.2 0.0 -4.0 55.6 -9.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SKILLED CRAFT ==== Subcategory: INSTALLATION, MAINTENANCE & REPAIR OCCUP

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 Vets
Agency Data
# Employed 72 1 3 2 3 1 6 0 0 0 0 0 0 0 1 89 4 15 6 4
% Employed 80.9 1.1 3.4 2.2 3.4 1.1 6.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 1.1 100.0 4.5 16.9 6.7 4.5

Labor Force Standard

# Expected 64 3 11 2 8 1 1 1 1 0 0 0 2 1 7 25 9
% Expected 71.7 2.3 12.2 1.2 8.5 0.4 1.1 0.1 1.1 0.0 0.0 0.0 1.3 0.1 4.0 24.6 9.3
# Difference 8 -2 -8 0 -5 0 5 -1 -1 0 0 0 -2 -1 -3 -10 -3
% Difference 9.2 -1.2 -8.8 1.0 -5.1 0.7 5.6 -0.1 -1.1 0.0 0.0 0.0 -1.3 -0.1 0.5 -7.7 -2.6

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SKILLED CRAFT ==== Subcategory: PRODUCTION OCCUPATIONS

White| White Black| Black Hisp Hisp| Asian| Asian Two+ Ethn Tot
Male Fem Male Fem Male Fem Male Fem Fem Unk Total Mnrt| Disab Vets
Agency Data
# Employed 75 22 8 8 1 0 0 1 1 0 0 0 0 1 3 120 32 20 5 8
% Employed 62.5 18.3 6.7 6.7 0.8 0.0 0.0 0.8 0.8 0.0 0.0 0.0 0.0 0.8 2.5 100.0 26.7 16.7 4.2 6.7

Labor Force Standard

# Expected 44 18 20 15 10 8 3 2 1 1 0 0 1 1 44 60 12
% Expected 36.0 14.9 16.5 12.4 7.6 6.2 24 1.6 0.6 0.4 0.0 0.0 0.8 0.4 35.5 47.7 9.3
# Difference 31 4 -12 -7 -9 -8 -3 -1 0 -1 0 0 -1 0 -12 -40 -7
% Difference 26.5 3.4 -9.8 -5.7 -6.8 -6.2 -2.4 -0.8 0.2 -0.4 0.0 0.0 -0.8 0.4 -8.8 -31.0 -5.1

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SKILLED CRAFT ==== Subcategory: TRANSPORTATION AND MATERIAL MOVING OCCUP

White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Mnrt| Disab Vets
Agency Data
# Employed 33 1 3 0 0 0 1 1 1 0 0 0 0 0 0 40 2 6 1 4
% Employed 82.5 25 7.5 0.0 0.0 0.0 2.5 2.5 2.5 0.0 0.0 0.0 0.0 0.0 0.0 100.0 5.0 15.0 2.5 10.0

Labor Force Standard

# Expected 18 4 11 4 3 1 1 1 1 1 0 0 1 1 11 23 4
% Expected 43.3 9.3 26.8 7.6 6.3 23 1.2 0.5 0.8 0.3 0.0 0.0 1.4 0.3 20.0 45.8 9.3
# Difference 15 -3 -8 -4 -3 -1 0 0 0 -1 0 0 -1 -1 -9 -17 -3
% Difference 39.2 -6.8 -19.3 -7.6 -6.3 -2.3 1.3 2.0 1.7 -0.3 0.0 0.0 -1.4 -0.3 -15.0 -30.8 -6.8

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3
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B0170: Labor Force Standard - Agency Total (All Occupations)

as of DEC 2024 Based on 2020 Census

Agriculture Consumer Services

xecution Date : 1/2/25

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

Male Fem Male Fem Fem Male Fem Male Fem Fem Male Unk Total Mnrt Disab Vets
Agency Data
# Employed 1,024 479 53 74 16 11 25 28 7 4 0 0 4 2 8 1,735 598 224 78 75
% Employed 59.0 27.6 3.1 4.3 0.9 0.6 1.4 1.6 0.4 0.2 0.0 0.0 0.2 0.1 0.5 100.0 34.5 12.9 4.5 4.3
Labor Force Standard
# Expected 583 535 167 198 96 59 30 25 9 9 0 0 14 14 826 593 162
% Expected 33.6 30.8 9.6 11.4 5.5 3.4 1.7 1.4 0.5 0.5 0.0 0.0 0.8 0.8 47.5 34.0 9.3
# Difference 441 -56 -114 -124 -80 -48 -5 3 -2 -5 0 0 -10 -12 -228 -369 -84
% Difference 25.4 -3.2 -6.5 -71 -4.6 -2.8 -0.3 0.2 -0.1 -0.3 0.0 0.0 -0.6 -0.7 -13.0 -21.1 -4.8
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3
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B0170: Job Opening Estimates Form Labor Force Standard xecution Date : 1/2/25
by SOC Subcateqory as of DEC 2024 Based on 2020 Census

Agriculture Consumer Services

SOC Category: OFFICIALS AND ADMINISTRATORS ==== Subcategory: OFFICIALS AND ADMINISTRATORS
| White| White Black Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI NHPI Two+ Ethn

Male Fem Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 62 33 3 4 1 1 0 4 0 0 0 0 0 0 0 108 42 13 5 5
% Employed 57.4 30.6 2.8 3.7 0.9 0.9 0.0 3.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 38.9 12.0 4.6 4.6
Labor Force Standard
# Difference 10 0 -4 -4 -3 -1 -2 2 -1 -1 0 0 -1 -1 -4 -14 -6
% Difference 9.6 0.7 -2.9 -3.5 -2.1 -0.8 -1.8 2.7 -0.3 -0.3 0.0 0.0 -0.7 -0.6 -1.2 -9.0 -4.7

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: MANAGEMENT RELATED ==== Subcategory: BUSINESS SPECIALISTS, INCL PURCHASING

| White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn

Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 30 50 6 5 0 1 0 2 0 0 0 0 0 0 0 94 58 14 2 4
% Employed 31.9 53.2 6.4 5.3 0.0 1.1 0.0 2.1 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 61.7 14.9 2.1 4.3

Labor Force Standard
# Difference -7 16 0 -5 -3 -1 -2 0 -1 -1 0 0 -1 -1 9 -13 -7

% Difference -7.0 17.4 0.3 -4.9 -2.3 -1.0 -1.3 0.5 -0.3 -0.2 0.0 0.0 -0.6 -0.6 11.8 -9.2 -7.2

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: MANAGEMENT RELATED ==== Subcategory: HR, TRAINING AND LABOR RELATIONS SPEC

| White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn

Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 0 6 2 3 0 0 0 0 0 0 0 0 0 0 0 11 9 5 1 1
% Employed 0.0 54.5 18.2 27.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 81.8 45.5 9.1 9.1

Labor Force Standard
# Difference -3 1 1 0 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -2 -5 -1

% Difference -19.9 10.1 11.7 7.3 -1.2 -3.7 -0.7 -1.3 -0.1 -0.4 0.0 0.0 -0.5 -1.2 12.0 11.6 -0.2

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: MANAGEMENT RELATED ==== Subcategory: FINANCE SPECIALISTS

| White| White Black| Black Hisp Hisp| Asian| Asian Ethn

Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets
Agency Data
# Employed 5 6 0 1 1 0 0 0 0 0 0 0 0 0 0 13 7 2 1 2
% Employed 38.5 46.2 0.0 7.7 7.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 53.8 15.4 7.7 15.4

Labor Force Standard
# Difference -1 1 -1 -1 0 -1 -1 -1 -1 -1 0 0 -1 -1 -3 -7 -1

% Difference -3.7 13.5 -5.3 -3.9 6.0 -1.3 -1.4 -1.8 -0.2 -0.4 0.0 0.0 -0.7 -0.8 6.0 -8.3 -1.6

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: MANAGEMENT RELATED ==== Subcategory: MARKETING OCCUPATIONS

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

Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 0 3 0 0 0 0 0 0 0 0 0 0 0 0 0 3 3 0 0 0
% Employed 0.0 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 100.0 0.0 0.0 0.0

Labor Force Standard
# Difference -2 1 -1 -1 -1 -1 -1 -1 -1 -1 -1 0 -1 -1 -3 -8 -1

% Difference -39.7 63.9 -5.3 -7.9 -1.7 -1.6 -3.0 -2.3 -0.3 -0.2 -0.1 0.0 -0.9 -0.8 51.9 -22.3 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: PROFESSIONALS ==== Subcategory: COMPUTER AND MATHEMATICAL OCCUPATIONS

| White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn

Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 98 15 1 1 1 0 2 4 0 0 0 0 1 0 1 124 20 10 7 4
% Employed 79.0 12.1 0.8 0.8 0.8 0.0 1.6 3.2 0.0 0.0 0.0 0.0 0.8 0.0 0.8 100.0 16.1 8.1 5.6 3.2

Labor Force Standard
# Difference 37 -6 -9 -6 -3 -2 -13 -2 -1 -1 0 0 -1 -1 -17 -36 -5

% Difference 30.1 -4.2 -6.9 -4.1 -2.3 -0.9 -9.8 -0.9 -0.2 -0.2 0.0 0.0 -0.7 -0.7 -10.3 -24.4 -3.7

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: PROFESSIONALS ==== Subcategory: ARCHITECTURE AND ENGINEERING OCCUPATIONS

| White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn

Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 7 1 0 1 0 0 0 2 0 0 0 0 0 0 0 11 4 3 1 1
% Employed 63.6 9.1 0.0 9.1 0.0 0.0 0.0 18.2 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 36.4 27.3 9.1 9.1

Labor Force Standard
# Difference -1 -1 -1 0 -1 -1 -1 1 -1 -1 0 0 -1 -1 -2 -5 -1

% Difference -6.4 -1.3 -5.1 7.2 -2.4 -0.8 -5.9 16.3 -0.2 -0.1 0.0 0.0 -1.0 -0.2 21.3 9.0 -0.2

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: PROFESSIONALS ==== Subcategory: LIFE, PHYSICAL AND SOCIAL SCIENCE OCCUP

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

Male Fem Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets
Agency Data
# Employed 120 59 6 3 0 3 7 10 1 0 0 0 0 0 1 210 75 30 7 7
% Employed 57.1 28.1 2.9 1.4 0.0 1.4 3.3 4.8 0.5 0.0 0.0 0.0 0.0 0.0 0.5 100.0 35.7 14.3 3.3 3.3

Labor Force Standard
# Difference 42 -20 -2 -9 -3 0 -7 -2 0 -1 0 0 -3 -3 -32 -24 -13

% Difference 20.2 -9.2 -0.6 -3.9 -1.3 0.1 -3.0 -0.7 0.2 -0.2 0.0 0.0 -1.1 -1.1 -13.9 -9.4 -6.0

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: PROFESSIONALS ==== Subcategory: COMMUNITY, SOC SERV AND RELIGIOUS OCCUP

| White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn

Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 6 1 0 0 0 0 0 0 0 0 0 0 0 0 0 7 1 0 0 0
% Employed 85.7 14.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 14.3 0.0 0.0 0.0
Labor Force Standard
# Difference 4 -2 -1 -2 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -7 -9 -1
% Difference 59.9 -24.0 -8.0 -20.4 -1.4 -2.5 -0.6 -0.4 -0.4 -0.9 0.0 0.0 -0.4 -0.9 -48.2 -34.6 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: PROFESSIONALS ==== Subcategory: LEGAL OCCUPATIONS

| White| White Black| Black Hisp Hisp| Asian Ethn

Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 3 0 0 0 0 0 0 0 0 0 0 0 0 0 0 3 0 0 0 0
% Employed 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0

Labor Force Standard
# Difference 1 -2 -1 -1 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -6 -8 -1

% Difference 63.2 -44.2 -3.9 -7.1 -1.1 -3.6 -0.6 -1.1 -0.1 -0.3 0.0 0.0 -0.3 -1.1 -56.3 -17.8 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: PROFESSIONALS ==== Subcategory: EDUCATION, TRAINING AND LIBRARY OCCUP

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

Male Fem Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets
Agency Data
# Employed 1 2 0 0 0 0 0 0 0 0 0 0 0 0 0 3 2 0 0 0
% Employed 33.3 66.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 66.7 0.0 0.0 0.0

Labor Force Standard
# Difference 0 0 -1 -1 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -4 -8 -1

% Difference 15.0 12.3 -3.8 -14.9 -0.8 -2.5 -1.1 -1.6 -0.1 -0.7 0.0 0.0 -0.4 -1.2 -7.4 -25.5 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: PROFESSIONALS ==== Subcategory: ARTS, DESIGN, ENTERTAIN AND MEDIA OCCUP

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

Male Fem Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets
Agency Data
# Employed 6 9 0 0 0 1 0 0 0 0 0 0 0 0 0 16 10 1 1 0
% Employed 37.5 56.3 0.0 0.0 0.0 6.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 62.5 6.3 6.3 0.0
Labor Force Standard
# Difference -1 2 -2 -1 -1 0 -1 -1 -1 -1 0 0 -1 -1 -1 -8 -1
% Difference -2.1 16.5 -6.4 -4.7 -2.6 3.0 -1.0 -1.0 -0.1 -0.2 0.0 0.0 -0.7 -0.7 13.5 -13.0 -3.0

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: PROFESSIONALS ==== Subcategory: HEALTHCARE PRACTITIONERS

| White| White Black| Black Hisp Hisp| Asian| Asian Ethn

Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets
Agency Data
# Employed 9 17 0 2 0 0 1 0 0 0 0 0 0 0 0 29 19 3 0 2
% Employed 31.0 58.6 0.0 6.9 0.0 0.0 3.4 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 65.5 10.3 0.0 6.9

Labor Force Standard
# Difference -1 3 -1 0 -1 -1 0 -1 -1 -1 0 0 -1 -1 0 -6 -3

% Difference -0.6 11.2 -2.8 0.4 -1.2 -2.1 0.6 -3.1 -0.2 -0.4 0.0 0.0 -0.6 -1.2 6.0 -8.8 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: TECHNICIANS AND TECHNOLOGISTS ==== Subcategory: HEALTH TECHNOLOGISTS

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

Male Fem Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets
Agency Data
# Employed 8 23 0 3 0 0 0 0 0 0 0 0 0 0 0 34 26 3 1 1
% Employed 23.5 67.6 0.0 8.8 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 76.5 8.8 2.9 2.9

Labor Force Standard
# Difference 4 5 -2 -5 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -3 -13 -3

% Difference 12.1 15.3 -4.9 -13.3 -1.1 -2.4 -1.0 -2.0 -0.2 -0.8 0.0 0.0 -0.4 -1.4 -3.1 -25.7 -6.4

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: TECHNICIANS AND TECHNOLOGISTS ==== Subcategory: DRAFTERS, ENGINEERING & MAPPING TECHNOL

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

Male Fem Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 3 8 1 1 0 0 0 0 0 0 0 0 0 0 0 13 9 2 1 0
% Employed 23.1 61.5 7.7 7.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 69.2 15.4 7.7 0.0

Labor Force Standard
# Difference -6 6 -1 0 -1 -1 -1 -1 -1 0 0 0 -1 -1 4 -6 -1

% Difference -41.5 48.3 -2.9 3.7 -3.2 -0.8 -1.4 -0.2 -0.5 0.0 0.0 0.0 -1.4 -0.1 51.0 -5.3 -1.6

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: TECHNICIANS AND TECHNOLOGISTS ==== Subcategory: LIFE, PHYSICAL & SOCIAL SCIENCE TECHNOL

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

Male Fem Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 63 21 6 4 2 0 5 1 0 0 0 0 0 0 0 102 26 18 1 2
% Employed 61.8 20.6 5.9 3.9 2.0 0.0 4.9 1.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 25.5 17.6 1.0 2.0

Labor Force Standard
# Difference 24 -8 -3 -10 -1 -4 3 -2 -1 -1 0 0 -1 -1 -25 -19 -9

% Difference 23.7 -7.4 -2.5 -9.3 -0.6 -3.3 3.3 -1.1 -0.7 -0.5 0.0 0.0 -0.9 -0.6 -21.6 -14.8 -8.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: ADMINISTRATIVE SUPPORT ==== Subcategory: ADMINISTRATIVE SUPPORT SUPERVISORS

| White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn

Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 1 0 0 0 0
% Employed 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0
Labor Force Standard
# Difference 0 -1 -1 -1 -1 -1 -1 -1 -1 -1 0 -1 -1 -1 -5 -8 -1
% Difference 73.3 -47.0 -7.3 -11.0 -2.0 2.4 -0.9 -0.8 -0.1 -0.2 0.0 -0.1 -0.3 -1.2 -61.4 -24.7 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: ADMINISTRATIVE SUPPORT ==== Subcategory: ADMINISTRATIVE SUPPORT OCCUPATIONS

| White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn

Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 29 121 3 28 0 4 0 0 0 3 0 0 0 1 1 190 157 39 13 3
% Employed 15.3 63.7 1.6 14.7 0.0 2.1 0.0 0.0 0.0 1.6 0.0 0.0 0.0 0.5 0.5 100.0 82.6 20.5 6.8 1.6

Labor Force Standard
# Difference 1 23 -9 -8 -3 -4 -1 -3 -1 1 0 -1 -1 -2 10 =27 -5

% Difference 0.8 12.2 -4.4 -3.8 -1.4 -1.7 -0.5 -1.1 -0.1 0.9 0.0 -0.1 -0.4 -0.7 7.0 -11.6 -2.5

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: PROTECTIVE SERVICES ==== Subcategory: PROTECTIVE SERVICES SUPERVISORS

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

Male Fem Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets
Agency Data
# Employed 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 2 0 0 0 0
% Employed 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0
Labor Force Standard
# Difference 0 -1 -1 -1 -1 -1 -1 0 -1 -1 0 0 -1 -1 -4 -7 -1
% Difference 39.2 -10.7 -13.9 -7.0 -2.4 -0.2 -1.4 0.0 -0.4 -0.6 0.0 0.0 -0.8 -1.6 -18.5 -25.9 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: PROTECTIVE SERVICES ==== Subcategory: PROTECTIVE SERVICES OCCUPATIONS

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

Male Fem Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets
Agency Data
# Employed 80 1 5 1 0 0 0 0 2 0 0 0 1 0 0 90 2 9 7 5
% Employed 88.9 1.1 5.6 1.1 0.0 0.0 0.0 0.0 2.2 0.0 0.0 0.0 1.1 0.0 0.0 100.0 2.2 10.0 7.8 5.6

Labor Force Standard
# Difference 30 -10 -11 -7 -3 -1 -1 -1 1 -1 0 -1 -1 -1 -20 -23 -2

% Difference 34.0 -10.9 -11.2 -6.9 -3.3 -1.1 -0.6 -0.2 1.2 -0.3 0.0 -0.1 -0.2 -0.4 -19.4 -21.3 -1.5

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: SERVICE ==== Subcategory: SERVICE SUPERVISORS

| White| White Black| Black Hisp Hisp| Asian Ethn

Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 1 2 1 0 0 0 1 0 0 0 0 0 0 0 0 5 2 2 0 0
% Employed 20.0 40.0 20.0 0.0 0.0 0.0 20.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 40.0 40.0 0.0 0.0

Labor Force Standard
# Difference -1 0 0 -1 -1 -1 0 -1 -1 -1 -1 0 -1 -1 -4 -6 -1

% Difference -17.1 16.0 8.1 -10.3 -6.7 -3.4 17.6 -1.2 -0.5 -0.4 -0.1 0.0 -0.7 -1.5 0.7 3.2 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: SERVICE ==== Subcategory: HEALTHCARE SUPPORT OCCUPATIONS

| White| White Black| Black Hisp Hisp| Asian| Asian Ethn

Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets
Agency Data
# Employed 0 3 0 0 1 0 0 2 0 0 0 0 0 0 0 6 5 3 0 1
% Employed 0.0 50.0 0.0 0.0 16.7 0.0 0.0 33.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 83.3 50.0 0.0 16.7

Labor Force Standard
# Difference -1 0 -1 -3 0 -1 -1 1 -1 -1 0 0 -1 -1 -4 -7 -1

% Difference -5.9 5.0 -4.4 -35.8 16.3 -3.7 -0.2 32.3 -0.1 -1.5 0.0 0.0 -0.2 -1.7 -3.7 2.9 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: SERVICE ==== Subcategory: FOOD AND BEVERAGE OCCUPATIONS

| White| White Black| Black Hisp Hisp| Asian| Asian Ethn

Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets
Agency Data
# Employed 11 14 1 2 0 0 0 0 0 1 0 0 0 0 0 29 17 4 2 1
% Employed 37.9 48.3 3.4 6.9 0.0 0.0 0.0 0.0 0.0 3.4 0.0 0.0 0.0 0.0 0.0 100.0 58.6 13.8 6.9 3.4

Labor Force Standard
# Difference 4 4 -3 -2 -3 -3 -1 -1 -1 0 -1 0 -1 -1 -2 -14 -1

% Difference 17.1 15.1 -8.1 -5.6 -7.0 -8.1 -1.3 -1.5 -0.4 2.8 -0.1 0.0 -1.3 -1.7 2.7 -29.1 -2.4

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: SERVICE ==== Subcategory: BUILDING AND GROUNDS OCCUPATIONS

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

Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 0 0 0 0 3 0 0 0 0 0 0 0 0 0 0 3 0 3 0 0
% Employed 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 100.0 0.0 0.0
Labor Force Standard
# Difference -1 -1 -1 -1 2 -1 -1 -1 -1 -1 0 -1 -1 -1 -5 -5 -1
% Difference -31.3 -15.3 -15.2 -11.7 88.7 -10.6 -0.9 -0.7 -0.7 -0.6 0.0 -0.1 -1.0 -0.6 -38.9 48.3 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: SKILLED CRAFT

==== Subcategory: SKILLED CRAFT SUPERVISORS

| White| White Black| Black Hisp Hisp| Asian| Asian Ethn

Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets
Agency Data
# Employed 28 0 2 2 0 0 1 0 1 0 0 0 0 0 0 34 2 6 1 2
% Employed 82.4 0.0 5.9 5.9 0.0 0.0 2.9 0.0 2.9 0.0 0.0 0.0 0.0 0.0 0.0 100.0 5.9 17.6 2.9 5.9
Labor Force Standard
# Difference 6 -3 -3 0 -3 -1 0 -1 0 -1 0 0 -1 -1 -6 -9 -3
% Difference 18.8 -8.2 -6.4 2.1 -7.3 -1.2 2.1 -0.3 1.8 -0.2 0.0 0.0 -0.8 -0.2 -7.8 -9.4 -6.4

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: SKILLED CRAFT ==== Subcategory: FARMING, FISHING & FORESTRY OCCUPATIONS

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

Male Fem Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets
Agency Data
# Employed 271 60 2 3 3 0 0 1 1 0 0 0 2 0 1 344 64 12 15 18
% Employed 78.8 17.4 0.6 0.9 0.9 0.0 0.0 0.3 0.3 0.0 0.0 0.0 0.6 0.0 0.3 100.0 18.6 3.5 4.4 5.2

Labor Force Standard
# Difference 154 41 -28 -6 -123 -34 -2 -1 -5 -1 0 0 -1 -1 -1 -198 -17

% Difference 44.8 11.9 -8.0 -1.5 -35.6 -9.7 -0.3 -0.2 -1.3 -0.1 0.0 0.0 0.0 -0.1 0.4 -56.2 -4.9

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: SKILLED CRAFT ==== Subcategory: CONSTRUCTION AND EXTRACTION OCCUPATIONS

| White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn

Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 0 0 0 0 0 0 1 0 0 0 0 0 0 0 0 1 0 1 0 0
% Employed 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 100.0 0.0 0.0

Labor Force Standard
# Difference -1 -1 -1 -1 -1 -1 0 -1 -1 -1 0 0 -1 0 -5 -7 -1

% Difference -52.3 -2.0 -10.1 -0.3 -29.9 -1.5 99.4 -0.1 -1.8 -0.1 0.0 0.0 -1.2 0.0 -4.0 55.6 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: SKILLED CRAFT ==== Subcategory: INSTALLATION, MAINTENANCE & REPAIR OCCUP

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

Male Fem Male Fem Male Fem Male Fem Male Fem Fem Male Unk Total Disab Vets
Agency Data
# Employed 72 1 3 2 3 1 6 0 0 0 0 0 0 0 1 89 4 15 6 4
% Employed 80.9 1.1 3.4 2.2 3.4 1.1 6.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 1.1 100.0 4.5 16.9 6.7 4.5

Labor Force Standard
# Difference 8 -2 -8 0 -5 0 5 -1 -1 0 0 0 -2 -1 -3 -10 -3

% Difference 9.2 -1.2 -8.8 1.0 -5.1 0.7 5.6 -0.1 -1.1 0.0 0.0 0.0 -1.3 -0.1 0.5 -7.7 -2.6

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: SKILLED CRAFT ==== Subcategory: PRODUCTION OCCUPATIONS

| White| White Black| Black Hisp Hisp| Asian| Asian Ethn

Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets
Agency Data
# Employed 75 22 8 8 1 0 0 1 1 0 0 0 0 1 3 120 32 20 5 8
% Employed 62.5 18.3 6.7 6.7 0.8 0.0 0.0 0.8 0.8 0.0 0.0 0.0 0.0 0.8 2.5 100.0 26.7 16.7 4.2 6.7

Labor Force Standard
# Difference 31 4 -12 -7 -9 -8 -3 -1 0 -1 0 0 -1 0 -12 -40 -7

% Difference 26.5 3.4 -9.8 -5.7 -6.8 -6.2 -2.4 -0.8 0.2 -0.4 0.0 0.0 -0.8 0.4 -8.8 -31.0 -5.1

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: SKILLED CRAFT ==== Subcategory: TRANSPORTATION AND MATERIAL MOVING OCCUP

| White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn

Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 33 1 3 0 0 0 1 1 1 0 0 0 0 0 0 40 2 6 1 4
% Employed 82.5 2.5 7.5 0.0 0.0 0.0 2.5 2.5 2.5 0.0 0.0 0.0 0.0 0.0 0.0 100.0 5.0 15.0 2.5 10.0

Labor Force Standard
# Difference 15 -3 -8 -4 -3 -1 0 0 0 -1 0 0 -1 -1 -9 -17 -3

% Difference 39.2 -6.8 -19.3 -7.6 -6.3 -2.3 1.3 2.0 1.7 -0.3 0.0 0.0 -1.4 -0.3 -15.0 -30.8 -6.8

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps







0.0




0.0




0.0




0.0




0.0




0.0




0.0




0.0




0.0




0.0




0.0




0.0




0.0




0.0




0.0




0.0




0.0




0.0




0.0




0.0




0.0




0.0




0.0




0.0




0.0




0.0




0.0




0.0




0.0




0.0







Report Info

Prompt Input

Organizational Unit
Calendar Month/Year
EEO Job Category View

Employee Group(s)

Exclude Employee
Subgroup

Report Content

Census Comparison

Agency Data

Labor Force Standard

N.C. Population

NOTE:

Calculation of # Expected
values corresponding to
Census percentages

Job Opening Estimates
Form

Asian

White




Execution Date : 1/2/25

Agriculture Consumer Service;Dept of Agriculture Consumer Services;Agr Tobacco Trust;Ag Finance
DEC 2024

SOC Subcategory

A;B;CE;P;Q;Y

G1

Agency staff data prior to October 2022 is compared with 2010 Census. Agency staff data from October
2022 and after is compared with 2020 Census.

Represents staff employed in agency within SOC per ethnicity and gender.

* % Expected represents percentage from NC Census data of all individuals employed or seeking
employment within SOC per ethnicity and gender.

« # Expected is calculated by multiplying the % Expected with the Agency Total # Employed within SOC
per ethnicity and gender.

* % Difference is calculated by subtracting the % Expected from the Agency % Employed.

« # Difference is calculated by subtracting the # Expected from the Agency # Employed.

Represents percentage from NC Census data of all individuals (ages 18-64 regardless of occupational
category) per ethnicity and gender. These percentages remain constant regardless of SOC.

When calculating the # Expected values, the result is ALWAYS forced to round up to the next whole
number regardless of the decimal value. Since this value represents a person, it is not logical to have a
part of a person so any decimal portion of a person will always round up to the next whole person.

* Example: A value of 2.15 will always round up to 3.

* Example: A value of 2.55 will always round up to 3.

Employment objectives are to be entered on the JOB OPENING ESTIMATES form. Once the position
openings for the next year have been estimated for each occupational category for which underutilization
has been identified (having five or more workers), employment objectives are established for each
underutilized group, by either number, percentage, or both. These objectives should be meaningful and
obtainable. The employment objective setting process must be flexible and account for various factors
that may affect the agency’s ability to recruit qualified underutilized employees in target classifications. It
also must be based on reasonable expectations of success, as outlined in the action steps.

For Agency staff data prior to October 2022, the Asian ethnicity group also includes the 'Native Hawaiian
or Pacific Islander' designation.

For Agency staff data prior to October 2022, the White ethnicity group also includes the "Two or More'
designation.




B0170: Job Opening Estimates Form Labor Force Standard xecution Date : 1/3/25
by SOC Subcategory as of DEC 2024 Based on 2020 Census

Agriculture Consumer Services

SOC Category: OFFICIALS AND ADMINISTRATORS ==== Subcategory: OFFICIALS AND ADMINISTRATORS
| White| White Black Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI NHPI Two+ Nat
Male Fem Male Fem Male Fem Male Fem Male Fem Male Fem Male Disab Vets| Guard
Agency Data
# Employed 62 33 3 4 1 1 0 4 0 0 0 0 0 0 0 108 42 13 5 5
% Employed 57.4 30.6 2.8 3.7 0.9 0.9 0.0 3.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 38.9 12.0 4.6 4.6

Labor Force Standard
# Difference 10 0 -4 -4 -3 -1 -2 2 -1 -1 0 0 -1 -1 -4 -14 -6

% Difference 9.6 0.7 -2.9 -3.5 -2.1 -0.8 -1.8 2.7 -0.3 -0.3 0.0 0.0 -0.7 -0.6 -1.2 -9.0 -4.7

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase 5 1 1 2

Planned %
Increase

Target
Classfication(s) Admin Officer, Admin Specialist, Communications Director, Feed Administrator, Ag Program Supervisor, Marketing Program Administrator, Applications System Analyst Il. Aystems Administrator !

Action Steps Government jobs, professional referrals, local business outlets, Fair Associations, Ag Center, Dept Socila Media, Instragram & all other Dept Social Media platforms




SOC Category: MANAGEMENT RELATED ==== Subcategory: BUSINESS SPECIALISTS, INCL PURCHASING

Agency Data
# Employed

% Employed

White| White Black Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI
Male Fem Male Fem Male Fem Male Fem Male Fem Male Total Disab Vets

30 50 6 5 0 1 0 2 0 0 0 0 0 0 0 94 58 14 2 4

31.9 53.2 6.4 5.3 0.0 1.1 0.0 2.1 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 61.7 14.9 2.1 4.3

Nat
Guard

0.0

Labor Force Standard

# Difference

% Difference

-7 16 0 =5 -3 -1 -2 0 -1 -1 0 0 -1 -1 9 -13 -7

-7.0 17.4 0.3 -4.9 -2.3 -1.0 -1.3 0.5 -0.3 -0.2 0.0 0.0 -0.6 -0.6 11.8 -9.2 -7.2

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Finance Authority, Plant Industry, Business Officer |, Marketing Specialist 11, Program Coordinator Il, Program Supervisor |, Business Specialist, Admin Officer | (any ethnicity/gender)

Action Steps

Government jobs, professional referrals, local business outlets, Fair Associations, Ag Center, Dept Socila Media, Instragram & all other Dept Social Media platforms; job fairs, outreach to universities &
community colleges, i.e., NCA&T, NCSU, Wake Tech, etc.




SOC Category: MANAGEMENT RELATED ==== Subcategory: HR, TRAINING AND LABOR RELATIONS SPEC

‘ White| White Black Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn Nat
Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets| Guard
Agency Data
# Employed 0 6 2 3 0 0 0 0 0 0 0 0 0 0 0 11 9 5} 1 1 0
% Employed 0.0 54.5 18.2 27.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 81.8 45.5 9.1 9.1 0.0
Labor Force Standard
# Difference -3 1 1 0 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -2 -5 -1
% Difference -19.9 10.1 11.7 7.3 -1.2 -3.7 -0.7 -1.3 -0.1 -0.4 0.0 0.0 -0.5 -1.2 12.0 11.6 -0.2

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase 1 1 1

Planned %
Increase

Target
Classfication(s) We are currently recruiting for a vacant trainer position.

Action Steps OSHR website




SOC Category: MANAGEMENT RELATED ==== Subcategory: FINANCE SPECIALISTS

‘ White| White Black Black Hisp Hisp| Asian| Asian Ethn Nat
Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets| Guard

Agency Data

# Employed 5 6 0 1 1 0 0 0 0 0 0 0 0 0 0 13 7 2 1 2

% Employed 38.5 46.2 0.0 7.7 7.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 53.8 15.4 7.7 15.4

Labor Force Standard
# Difference -1 1 -1 -1 0 -1 -1 -1 -1 -1 0 0 -1 -1 -3 -7 -1

% Difference -3.7 13.5 -5.3 -3.9 6.0 -1.3 -1.4 -1.8 -0.2 -0.4 0.0 0.0 -0.7 -0.8 6.0 -8.3 -1.6

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase 1 1 2 1

Planned %
Increase

Target
Classfication(s) Finance Specialist, Grants Monitoring Assistant

Action Steps screening apps for MQ; attend job fairs




SOC Category: MANAGEMENT RELATED ==== Subcategory: MARKETING OCCUPATIONS

‘ White| White Black Black Hisp Hisp| Asian| Asian AIAN Ethn Nat
Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets| Guard
Agency Data
# Employed 0 3 0 0 0 0 0 0 0 0 0 0 0 0 0 3 3 0 0 0 0
% Employed 0.0 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 100.0 0.0 0.0 0.0 0.0
Labor Force Standard
# Difference -2 1 -1 -1 -1 -1 -1 -1 -1 -1 -1 0 -1 -1 -3 -8 -1
% Difference -39.7 63.9 -5.3 -7.9 -1.7 -1.6 -3.0 -2.3 -0.3 -0.2 -0.1 0.0 -0.9 -0.8 51.9 -22.3 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: PROFESSIONALS ==== Subcategory: COMPUTER AND MATHEMATICAL OCCUPATIONS

White| White Black Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn Tot Nat
Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Mnrt| Disab Vets| Guard
Agency Data
# Employed 98 15 1 1 1 0 2 4 0 0 0 0 1 0 1 124 20 10 7 4
% Employed 79.0 12.1 0.8 0.8 0.8 0.0 1.6 3.2 0.0 0.0 0.0 0.0 0.8 0.0 0.8 100.0 16.1 8.1 5.6 3.2

Labor Force Standard
# Difference 37 -6 -9 -6 -3 -2 -13 -2 -1 -1 0 0 -1 -1 -17 -36 -5

% Difference 30.1 -4.2 -6.9 -4.1 -2.3 -0.9 -9.8 -0.9 -0.2 -0.2 0.0 0.0 -0.7 -0.7 -10.3 -24.4 -3.7

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase 2 1 1 1 1

Planned %
Increase

Target
Classfication(s) Application System Analyst |, Plant Industry, Forest Supervisor Ill, Forester |, Applications Tech |, Engineer Il

Action Steps Internal, trainee, career fair, temp solutions, OSHR, University outreach for SAF accredited degree programs, social media, networking




SOC Category: PROFESSIONALS ==== Subcategory: ARCHITECTURE AND ENGINEERING OCCUPATIONS

‘ White| White Black Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn Nat
Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets| Guard
Agency Data
# Employed 7 1 0 1 0 0 0 2 0 0 0 0 0 0 0 11 4 3 1 1 0
% Employed 63.6 9.1 0.0 9.1 0.0 0.0 0.0 18.2 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 36.4 27.3 9.1 9.1 0.0
Labor Force Standard
# Difference -1 -1 -1 0 -1 -1 -1 1 -1 -1 0 0 -1 -1 -2 -5 -1
% Difference -6.4 -1.3 -5.1 7.2 -2.4 -0.8 -5.9 16.3 -0.2 -0.1 0.0 0.0 -1.0 -0.2 21.3 9.0 -0.2

Employment Objectives: Using SOC Subcategory

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

Planned #

Increase 3 3 2 1

Planned %

Increase

Target

Classfication(s) Engineer |; Chemistry Supervisor Tech | (5); Quality & Safety Specialist (1)
Action Steps HBCU Universities




SOC Category: PROFESSIONALS ==== Subcategory: LIFE, PHYSICAL AND SOCIAL SCIENCE OCCUP

‘ White| White Black Black Hisp Hisp| Asian| Asian AIAN AIAN Nat
Male Fem Male Fem Male Fem Male Fem Male Fem Disab Vets| Guard

Agency Data

# Employed 120 59 6 3 0 3 7 10 1 0 0 0 0 0 1 210 75 30 7 7

% Employed 57.1 28.1 2.9 1.4 0.0 1.4 3.3 4.8 0.5 0.0 0.0 0.0 0.0 0.0 0.5 100.0 35.7 14.3 3.3 3.3

0.0

Labor Force Standard
# Difference 42 -20 -2 -9 -3 0 -7 -2 0 -1 0 0 -3 -3 -32 -24 -13

% Difference 20.2 -9.2 -0.6 -3.9 -1.3 0.1 -3.0 -0.7 0.2 -0.2 0.0 0.0 -1.1 -1.1 -13.9 -9.4 -6.0

Employment Objectives: Using SOC Subcategory

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

Planned #

Increase 1 4 1 2 3 2 4 8 8 4

Planned %

Increase

Target Chemist | & Il, Env. Health & Safety Administrator, Plant Industry, Produce Program Manager (6 anticipated vacancies), Research Sepcialist, Research Operations Manager, Superintendent I, Ag Program
Classfication(s) Specialist Ill, Environmental Specialist 1ll, Environmental Program Supervisor

Action Steps Collaborate with recruiter, superintendents, NCA&T, NCSU, Wake Tech, etc. job fairs, industry specific sites, American Industrial Hygeine Assoc, Natl Assoc of Environmental Professionals




SOC Category: PROFESSIONALS ==== Subcategory: COMMUNITY, SOC SERV AND RELIGIOUS OCCUP

‘ White| White Black Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn Nat
Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets| Guard

Agency Data

# Employed 6 1 0 0 0 0 0 0 0 0 0 0 0 0 0 7 1 0 0 0

% Employed 85.7 14.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 14.3 0.0 0.0 0.0

Labor Force Standard
# Difference 4 -2 -1 -2 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -7 -9 -1

% Difference 59.9 -24.0 -8.0 -20.4 -1.4 -2.5 -0.6 -0.4 -0.4 -0.9 0.0 0.0 -0.4 -0.9 -48.2 -34.6 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase 1

Planned %
Increase

Target
Classfication(s) Admin Officer |

Action Steps Local Business outlets, local Universities and Community Colleges, Fair Associations and at the Ag Cetner




SOC Category: PROFESSIONALS ==== Subcategory: LEGAL OCCUPATIONS

‘ White| White Black Black Hisp Hisp| Asian| Asian Ethn Nat
Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets| Guard

Agency Data

# Employed 3 0 0 0 0 0 0 0 0 0 0 0 0 0 0 3 0 0 0 0

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

Labor Force Standard
# Difference 1 -2 -1 -1 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -6 -8 -1

% Difference 63.2 -44.2 -3.9 -7.1 -1.1 -3.6 -0.6 -1.1 -0.1 -0.3 0.0 0.0 -0.3 -1.1 -56.3 -17.8 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase 1

Planned %
Increase

Target
Classfication(s) General Counsel

Action Steps Job listings in local business outlets, Legal Job Boards and Career Fairs




SOC Category: PROFESSIONALS ==== Subcategory: EDUCATION, TRAINING AND LIBRARY OCCUP

‘ White| White Black Black Hisp Hisp| Asian| Asian AIAN AIAN Ethn Nat
Male Fem Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets| Guard

Agency Data

# Employed 1 2 0 0 0 0 0 0 0 0 0 0 0 0 0 3 2 0 0 0

% Employed 33.3 66.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 66.7 0.0 0.0 0.0

Labor Force Standard
# Difference 0 0 -1 -1 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -4 -8 -1

% Difference 15.0 12.3 -3.8 -14.9 -0.8 -2.5 -1.1 -1.6 -0.1 -0.7 0.0 0.0 -0.4 -1.2 -7.4 -25.5 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: PROFESSIONALS ==== Subcategory: ARTS, DESIGN, ENTERTAIN AND MEDIA OCCUP

‘ White| White Black Black Hisp Hisp| Asian| Asian AIAN AIAN Ethn Nat
Male Fem Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets| Guard

Agency Data

# Employed 6 9 0 0 0 1 0 0 0 0 0 0 0 0 0 16 10 1 1 0

% Employed 37.5 56.3 0.0 0.0 0.0 6.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 62.5 6.3 6.3 0.0

Labor Force Standard
# Difference -1 2 -2 -1 -1 0 -1 -1 -1 -1 0 0 -1 -1 -1 -8 -1

% Difference -2.1 16.5 -6.4 -4.7 -2.6 3.0 -1.0 -1.0 -0.1 -0.2 0.0 0.0 -0.7 -0.7 13.5 -13.0 -3.0

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase 1 1 2 1 1 1 1

Planned %
Increase

Target
Classfication(s) Information & Communications Specialist | & I

Action Steps Instagram & all other social media platforms; job listings in local business outlets & career fairs




SOC Category: PROFESSIONALS ==== Subcategory: HEALTHCARE PRACTITIONERS

‘ White| White Black Black Hisp Hisp| Asian| Asian Ethn Nat
Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets| Guard
Agency Data
# Employed 9 17 0 2 0 0 1 0 0 0 0 0 0 0 0 29 19 3 0 2 0
% Employed 31.0 58.6 0.0 6.9 0.0 0.0 3.4 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 65.5 10.3 0.0 6.9 0.0
Labor Force Standard
# Difference -1 3 -1 0 -1 -1 0 -1 -1 -1 0 0 -1 -1 0 -6 -3
% Difference -0.6 11.2 -2.8 0.4 -1.2 -2.1 0.6 -3.1 -0.2 -0.4 0.0 0.0 -0.6 -1.2 6.0 -8.8 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase 1 1

Planned %
Increase

Target
Classfication(s) Veterinarian; Veterinarian MH20 (postion posted 12/4/24 & closed 1/3/24)

Action Steps University, Professional & Ethnic Associations




SOC Category: TECHNICIANS AND TECHNOLOGISTS ==== Subcategory: HEALTH TECHNOLOGISTS

‘ White| White Black Black Hisp Hisp| Asian| Asian AIAN AIAN Ethn Nat
Male Fem Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets| Guard
Agency Data
# Employed 8 23 0 3 0 0 0 0 0 0 0 0 0 0 0 34 26 3 1 1 0
% Employed 23.5 67.6 0.0 8.8 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 76.5 8.8 2.9 2.9 0.0
Labor Force Standard
# Difference 4 5 -2 -5 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -3 -13 -3
% Difference 121 15.3 -4.9 -13.3 -1.1 -2.4 -1.0 -2.0 -0.2 -0.8 0.0 0.0 -0.4 -1.4 -3.1 -25.7 -6.4

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase 2

Planned %
Increase

Target
Classfication(s) Med Lab Technician, Med Lab Technologist

Action Steps




SOC Category: TECHNICIANS AND TECHNOLOGISTS ==== Subcategory: DRAFTERS, ENGINEERING & MAPPING TECHNOL

‘ White| White Black Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI NHPI Two+ Ethn Nat
Male Fem Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets| Guard
Agency Data
# Employed 3 8 1 1 0 0 0 0 0 0 0 0 0 0 0 13 9 2 1 0 0
% Employed 23.1 61.5 7.7 7.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 69.2 15.4 7.7 0.0 0.0
Labor Force Standard
# Difference -6 6 -1 0 -1 -1 -1 -1 -1 0 0 0 -1 -1 4 -6 -1
% Difference -41.5 48.3 -2.9 3.7 -3.2 -0.8 -1.4 -0.2 -0.5 0.0 0.0 0.0 -1.4 -0.1 51.0 -5.3 -1.6

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase 1 1 1 1 1 1 1 1

Planned %
Increase

Target

Classfication(s) Technical Trainer Il|

Action Steps




SOC Category: TECHNICIANS AND TECHNOLOGISTS ==== Subcategory: LIFE, PHYSICAL & SOCIAL SCIENCE TECHNOL

‘ White| White Black Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI NHPI Two+ Ethn Nat
Male Fem Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets| Guard
Agency Data
# Employed 63 21 6 4 2 0 5 1 0 0 0 0 0 0 0 102 26 18 1 2 0
% Employed 61.8 20.6 5.9 3.9 2.0 0.0 4.9 1.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 25.5 17.6 1.0 2.0 0.0
Labor Force Standard
# Difference 24 -8 -3 -10 -1 -4 3 -2 -1 -1 0 0 -1 -1 -25 -19 -9
% Difference 23.7 -7.4 -2.5 -9.3 -0.6 -3.3 3.3 -1.1 -0.7 -0.5 0.0 0.0 -0.9 -0.6 -21.6 -14.8 -8.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase 2 2 2 1 1

Planned %
Increase

Target
Classfication(s) Agricultural Tech (8 vacancies); Chemistry Tech | & Il

Action Steps Work with recruiter, superintendents, universtiies, and community colleges for job fairs




SOC Category: ADMINISTRATIVE SUPPORT ==== Subcategory: ADMINISTRATIVE SUPPORT SUPERVISORS

‘ White| White Black Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI‘ Ethn Nat
Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets| Guard

Agency Data

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

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

Labor Force Standard
# Difference 0 -1 -1 -1 -1 -1 -1 -1 -1 -1 0 -1 -1 -1 -5 -8 -1

% Difference 73.3 -47.0 -7.3 -11.0 -2.0 -2.4 -0.9 -0.8 -0.1 -0.2 0.0 -0.1 -0.3 -1.2 -61.4 -24.7 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: ADMINISTRATIVE SUPPORT ==== Subcategory: ADMINISTRATIVE SUPPORT OCCUPATIONS

‘ White| White Black Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Nat
Male Fem Male Fem Male Fem Male Fem Male Fem Male Total Disab Vets| Guard
Agency Data
# Employed 29 121 3 28 0 4 0 0 0 3 0 0 0 1 1 190 157 39 13 3 0
% Employed 15.3 63.7 1.6 14.7 0.0 2.1 0.0 0.0 0.0 1.6 0.0 0.0 0.0 0.5 0.5 100.0 82.6 20.5 6.8 1.6 0.0
Labor Force Standard
# Difference 1 23 -9 -8 -3 -4 -1 -3 -1 1 0 -1 -1 -2 10 -27 -5
% Difference 0.8 12.2 -4.4 -3.8 -1.4 -1.7 -0.5 -1.1 -0.1 0.9 0.0 -0.1 -0.4 -0.7 7.0 -11.6 -2.5

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase 1 1 1 4 1 2 1 1 2

Planned %
Increase

Target
Classfication(s) Inventory Assistant; Admin Specialist; Admini Specialist I; Admin Associate Il; Accounting Tech; Admin Support Specialist (multiple planned vacancies for positions)

Action Steps Instrgram & other social media platforms; high school/college/community college job fairs




SOC Category: PROTECTIVE SERVICES ==== Subcategory: PROTECTIVE SERVICES SUPERVISORS

‘ White| White Black Black Hisp Hisp| Asian| Asian AIAN AIAN Ethn Nat
Male Fem Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets| Guard

Agency Data

# Employed 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 2 0 0 0 0

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

Labor Force Standard
# Difference 0 -1 -1 -1 -1 -1 -1 0 -1 -1 0 0 -1 -1 -4 -7 -1

% Difference 39.2 -10.7 -13.9 -7.0 -2.4 -0.2 -1.4 0.0 -0.4 -0.6 0.0 0.0 -0.8 -1.6 -18.5 -25.9 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase 4 1 2 1 1 1 1

Planned %
Increase

Target
Classfication(s) Forest Fire Equipment Operator; Security Guard

Action Steps High schools, trainees, social media; job fairs




SOC Category: PROTECTIVE SERVICES ==== Subcategory: PROTECTIVE SERVICES OCCUPATIONS

‘ White| White Black Black Hisp Hisp| Asian| Asian AIAN AIAN Ethn Nat
Male Fem Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets| Guard
Agency Data
# Employed 80 1 5 1 0 0 0 0 2 0 0 0 1 0 0 90 2 9 7 5} 0
% Employed 88.9 1.1 5.6 1.1 0.0 0.0 0.0 0.0 2.2 0.0 0.0 0.0 1.1 0.0 0.0 100.0 2.2 10.0 7.8 5.6 0.0
Labor Force Standard
# Difference 30 -10 -1 -7 -3 -1 -1 -1 1 -1 0 -1 -1 -1 -20 -23 -2
% Difference 34.0 -10.9 -11.2 -6.9 -3.3 -1.1 -0.6 -0.2 1.2 -0.3 0.0 -0.1 -0.2 -0.4 -19.4 -21.3 -1.5

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: SERVICE ==== Subcategory: SERVICE SUPERVISORS

‘ White| White Black Black Hisp Hisp| Asian| Asian Ethn Nat
Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets| Guard
Agency Data
# Employed 1 2 1 0 0 0 1 0 0 0 0 0 0 0 0 5 2 2 0 0 0
% Employed 20.0 40.0 20.0 0.0 0.0 0.0 20.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 40.0 40.0 0.0 0.0 0.0
Labor Force Standard
# Difference -1 0 0 -1 -1 -1 0 -1 -1 -1 -1 0 -1 -1 -4 -6 -1
% Difference -17.1 16.0 8.1 -10.3 -6.7 -3.4 17.6 -1.2 -0.5 -0.4 -0.1 0.0 -0.7 -1.5 0.7 3.2 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s) Food Regulatory Supervisor - anticipate 2 vacancies

Action Steps Goal is to recruit qualifiedx candidate of any race or gender




SOC Category: SERVICE ==== Subcategory: HEALTHCARE SUPPORT OCCUPATIONS

‘ White| White Black Black Hisp Hisp| Asian| Asian Ethn Nat
Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets| Guard

Agency Data

# Employed 0 3 0 0 1 0 0 2 0 0 0 0 0 0 0 6 5 3 0 1

% Employed 0.0 50.0 0.0 0.0 16.7 0.0 0.0 33.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 83.3 50.0 0.0 16.7

Labor Force Standard
# Difference -1 0 -1 -3 0 -1 -1 1 -1 -1 0 0 -1 -1 -4 -7 -1

% Difference -5.9 5.0 -4.4 -35.8 16.3 -3.7 -0.2 32.3 -0.1 -1.5 0.0 0.0 -0.2 -1.7 -3.7 2.9 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase 1

Planned %
Increase

Target
Classfication(s) Med Lab Asst - anticipate 1 vacancy

Action Steps




SOC Category: SERVICE ==== Subcategory: FOOD AND BEVERAGE OCCUPATIONS

‘ White| White Black Black Hisp Hisp| Asian| Asian Ethn Nat
Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets| Guard

Agency Data

# Employed 11 14 1 2 0 0 0 0 0 1 0 0 0 0 0 29 17 4 2 1

% Employed 37.9 48.3 3.4 6.9 0.0 0.0 0.0 0.0 0.0 3.4 0.0 0.0 0.0 0.0 0.0 100.0 58.6 13.8 6.9 3.4

Labor Force Standard
# Difference 4 4 -3 -2 -3 -3 -1 -1 -1 0 -1 0 -1 -1 -2 -14 -1

% Difference 17.1 15.1 -8.1 -5.6 -7.0 -8.1 -1.3 -1.5 -0.4 2.8 -0.1 0.0 -1.3 -1.7 2.7 -29.1 -2.4

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s) Food Regulatory Specialist | & Il (Anticipate 9 vacancies)

Action Steps Goal is to recruit qualified Black male, Black female, Hispanic male, Hispanic female




SOC Category: SERVICE ==== Subcategory: BUILDING AND GROUNDS OCCUPATIONS

‘ White| White Black Black Hisp| Asian| Asian Ethn Nat
Male Fem Male Fem Fem Male Fem Unk Total Disab Vets| Guard

Agency Data

# Employed 0 0 0 0 3 0 0 0 0 0 0 0 0 0 0 3 0 3 0 0

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

Labor Force Standard
# Difference -1 -1 -1 -1 2 -1 -1 -1 -1 -1 0 -1 -1 -1 -5 -5 -1

% Difference -31.3 -15.3 -15.2 -11.7 88.7 -10.6 -0.9 -0.7 -0.7 -0.6 0.0 -0.1 -1.0 -0.6 -38.9 48.3 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: SKILLED CRAFT ==== Subcategory: SKILLED CRAFT SUPERVISORS

‘ White| White Black Black Hisp Hisp| Asian| Asian Ethn Nat
Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets| Guard

Agency Data

# Employed 28 0 2 2 0 0 1 0 1 0 0 0 0 0 0 34 2 6 1 2

% Employed 82.4 0.0 5.9 5.9 0.0 0.0 2.9 0.0 2.9 0.0 0.0 0.0 0.0 0.0 0.0 100.0 5.9 17.6 2.9 5.9

Labor Force Standard
# Difference 6 -3 -3 0 -3 -1 0 -1 0 -1 0 0 -1 -1 -6 -9 -3

% Difference 18.8 -8.2 -6.4 2.1 -7.3 -1.2 2.1 -0.3 1.8 -0.2 0.0 0.0 -0.8 -0.2 -7.8 -9.4 -6.4

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase !

Planned %
Increase

Target
Classfication(s) Plant Industry

Action Steps




SOC Category: SKILLED CRAFT ==== Subcategory: FARMING, FISHING & FORESTRY OCCUPATIONS

‘ White| White Black Black Hisp Hisp| Asian| Asian AIAN AIAN Nat
Male Fem Male Fem Male Fem Male Fem Male Fem Total Disab Vets| Guard

Agency Data

# Employed 271 60 2 3 3 0 0 1 1 0 0 0 2 0 1 344 64 12 15 18

% Employed 78.8 17.4 0.6 0.9 0.9 0.0 0.0 0.3 0.3 0.0 0.0 0.0 0.6 0.0 0.3 100.0 18.6 3.5 4.4 5.2

Labor Force Standard
# Difference 154 41 -28 -6 -123 -34 -2 -1 -5 -1 0 0 -1 -1 -1 -198 -17

% Difference 44.8 11.9 -8.0 -1.5 -35.6 -9.7 -0.3 -0.2 -1.3 -0.1 0.0 0.0 0.0 -0.1 0.4 -56.2 -4.9

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase 2 4 11 4 1 1 1 1

Planned %
Increase

Target VERT lll, Plant Industries, Agricultural Complaince Officer | & II, Pesticide Inspector, Commodity Grader I, Il & I, Forestry Tech | & Il, Ag Inspector, Ag Supervisor, Standards Inspector | & lll, LP Gas
Classfication(s) Inspector

Action Steps Instagram, other social media platforms, career fairs, interns, HBCUs, collaboarate with department bilingual specialist to identify qualified candidates, look at private sector distribution opportunities




SOC Category: SKILLED CRAFT ==== Subcategory: CONSTRUCTION AND EXTRACTION OCCUPATIONS

‘ White| White Black Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn Nat
Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets| Guard
Agency Data
# Employed 0 0 0 0 0 0 1 0 0 0 0 0 0 0 0 1 0 1 0 0 0
% Employed 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 100.0 0.0 0.0 0.0
Labor Force Standard
# Difference -1 -1 -1 -1 -1 -1 0 -1 -1 -1 0 0 -1 0 -5 -7 -1
% Difference -52.3 -2.0 -10.1 -0.3 -29.9 -1.5 99.4 -0.1 -1.8 -0.1 0.0 0.0 -1.2 0.0 -4.0 55.6 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: SKILLED CRAFT ==== Subcategory: INSTALLATION, MAINTENANCE & REPAIR OCCUP

‘ White| White Black Black Hisp Hisp| Asian| Asian AIAN AIAN Ethn Nat
Male Fem Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets| Guard
Agency Data
# Employed 72 1 3 2 3 1 6 0 0 0 0 0 0 0 1 89 4 15 6 4 0
% Employed 80.9 1.1 3.4 2.2 3.4 1.1 6.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 1.1 100.0 4.5 16.9 6.7 4.5 0.0
Labor Force Standard
# Difference 8 -2 -8 0 -5 0 ) -1 -1 0 0 0 -2 -1 -3 -10 -3
% Difference 9.2 -1.2 -8.8 1.0 -5.1 0.7 5.6 -0.1 -1.1 0.0 0.0 0.0 -1.3 -0.1 0.5 -7.7 -2.6

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase 8 1 1

Planned %
Increase

Target
Classfication(s) VERT | & Il, Electrician Il, Mainteance/Construction Tech Il & IlI

Action Steps Instagram & other social media platforms, local community colleges, i.e. Wake Tech and Johnston Community College




SOC Category: SKILLED CRAFT ==== Subcategory: PRODUCTION OCCUPATIONS

‘ White| White Black Black Hisp Hisp| Asian| Asian Ethn Nat
Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets| Guard

Agency Data

# Employed 75 22 8 8 1 0 0 1 1 0 0 0 0 1 3 120 32 20 5 8

% Employed 62.5 18.3 6.7 6.7 0.8 0.0 0.0 0.8 0.8 0.0 0.0 0.0 0.0 0.8 2.5 100.0 26.7 16.7 4.2 6.7

Labor Force Standard
# Difference 31 4 -12 -7 -9 -8 -3 -1 0 -1 0 0 -1 0 -12 -40 -7

% Difference 26.5 3.4 -9.8 -5.7 -6.8 -6.2 -2.4 -0.8 0.2 -0.4 0.0 0.0 -0.8 0.4 -8.8 -31.0 -5.1

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase 1 1

Planned %
Increase

Target
Classfication(s) Meat & Poultry Inspector | & Il

Action Steps Seminars with HBCU and post job vacancies with HBCUs in the recruiting area




SOC Category: SKILLED CRAFT ==== Subcategory: TRANSPORTATION AND MATERIAL MOVING OCCUP

‘ White| White Black Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn Nat
Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets| Guard
Agency Data
# Employed 33 1 3 0 0 0 1 1 1 0 0 0 0 0 0 40 2 6 1 4 0
% Employed 82.5 2.5 7.5 0.0 0.0 0.0 2.5 2.5 2.5 0.0 0.0 0.0 0.0 0.0 0.0 100.0 5.0 15.0 2.5 10.0 0.0
Labor Force Standard
# Difference 15 -3 -8 -4 -3 -1 0 0 0 -1 0 0 -1 -1 -9 -17 -3
% Difference 39.2 -6.8 -19.3 -7.6 -6.3 -2.3 1.3 2.0 1.7 -0.3 0.0 0.0 -1.4 -0.3 -15.0 -30.8 -6.8

Employment Objectives: Using SOC Subcategory

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

Planned #

Increase

Planned %

Increase

Target

Classfication(s) Vehicle Equipment Operator
Action Steps Goal is to recruit any minority




Quantitative Analyis Form 2025 EEO Plan

Other Other

Minority Minority
SOC Category Male Female 2023 Total 2024Total % change

2023 2024 2023 2024 2023 2024 2023 2024 2023 2024 2023 2024

Officials & Administrators 58 62 36 33 3 3 4 4 1 1 5 5 108 108 0.0%
Management Related 35 35 61 65 6 8 10 9 1 1 1 3 114 121 6.1%
Professional Specialty 253 250 99 103 7 7 7 7 11 14 16 20 393 401 2.0%
Technicians & Technologists 77 74 46 52 6 7 9 8 4 7 2 1 144 149 3.5%
Administrative Support 27 32 131 121 1 3 23 28 0 0 8 9 190 193 1.6%
Protective Services 80 80 1 1 4 5 1 1 2 3 0 0 88 90 2.3%
Service 14 40 21 19 2 4 2 4 4 7 2 3 45 77 71.1%
Skilled Crafts 497 451 84 84 20 16 16 13 25 24 10 6 652 594 -8.9%
TOTAL EMPLOYEES 1,041 1,024 479 478 49 53 72 74 48 57 44 47 1,734 1733 -0.1%




B0170: Labor Force Standard - Employee Distribution xecution Date : 1/2/25
by SOC Subcateqory as of DEC 2024 Based on 2020 Census

Agriculture Consumer Services

SOC Category: OFFICIALS AND ADMINISTRATORS ==== Subcategory: OFFICIALS AND ADMINISTRATORS
‘ White| White Black Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI NHPI Two+ Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Fem Mnrt| Disab Vets
Agency Data
# Employed 62 33 3 4 1 1 0 4 0 0 0 0 0 0 0 108 42 13 5 5
% Employed 57.4 30.6 2.8 3.7 0.9 0.9 0.0 3.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 38.9 12.0 4.6 4.6

Labor Force Standard

# Expected 52 33 7 8 4 2 2 2 1 1 0 0 1 1 46 27 11
% Expected 47.8 29.9 5.7 7.2 3.0 1.7 1.8 1.0 0.3 0.3 0.0 0.0 0.7 0.6 40.1 21.0 9.3
# Difference 10 0 -4 -4 -3 -1 -2 2 -1 -1 0 0 -1 -1 -4 -14 -6
% Difference 9.6 0.7 -2.9 -3.5 -2.1 -0.8 -1.8 2.7 -0.3 -0.3 0.0 0.0 -0.7 -0.6 -1.2 -9.0 -4.7

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: MANAGEMENT RELATED ==== Subcategory: BUSINESS SPECIALISTS, INCL PURCHASING

White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Two+ Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Male Fem Unk Total Mnrt| Disab Vets
Agency Data
# Employed 30 50 6 5 0 1 0 2 0 0 0 0 0 0 0 94 58 14 2 4
% Employed 31.9 53.2 6.4 5.3 0.0 1.1 0.0 2.1 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 61.7 14.9 2.1 4.3

Labor Force Standard

# Expected 37 34 6 10 3 2 2 2 1 1 0 0 1 1 49 27 9
% Expected 38.9 35.8 6.1 10.2 23 2.1 1.3 1.6 0.3 0.2 0.0 0.0 0.6 0.6 49.9 241 9.3
# Difference -7 16 0 -5 -3 -1 -2 0 -1 -1 0 0 -1 -1 9 -13 -7
% Difference -7.0 17.4 0.3 -4.9 -2.3 -1.0 -1.3 0.5 -0.3 -0.2 0.0 0.0 -0.6 -0.6 11.8 -9.2 -7.2

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: MANAGEMENT RELATED ==== Subcategory: HR, TRAINING AND LABOR RELATIONS SPEC

White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Mnrt| Disab Vets
Agency Data
# Employed 0 6 2 3 0 0 0 0 0 0 0 0 0 0 0 11 9 5 1 1
% Employed 0.0 54.5 18.2 27.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 81.8 45.5 9.1 9.1

Labor Force Standard

# Expected 3 5 1 & 1 1 1 1 1 1 0 0 1 1 11 10 2
% Expected 19.9 44 .4 6.5 20.0 1.2 3.7 0.7 1.3 0.1 0.4 0.0 0.0 0.5 1.2 69.8 33.9 9.3
# Difference -3 1 1 0 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -2 -5 -1
% Difference -19.9 10.1 11.7 7.3 -1.2 -3.7 -0.7 -1.3 -0.1 -0.4 0.0 0.0 -0.5 -1.2 12.0 11.6 -0.2

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: MANAGEMENT RELATED ====

Subcategory: FINANCE SPECIALISTS

‘ White| White| Black| Black Hisp Hisp| Asian| Asian Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Unk Total Fem Mnrt| Disab Vets
Agency Data
# Employed ) 6 0 1 1 0 0 0 0 0 0 0 0 0 0 13 7 2 1 2
% Employed 38.5 46.2 0.0 7.7 7.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 53.8 15.4 7.7 15.4
Labor Force Standard
# Expected 6 ) 1 2 1 1 1 1 1 1 0 0 1 1 10 9 2
% Expected 42.2 32.7 5.3 11.6 1.7 1.3 1.4 1.8 0.2 0.4 0.0 0.0 0.7 0.8 47.8 23.7 9.3
# Difference -1 1 -1 -1 0 -1 -1 -1 -1 -1 0 0 -1 -1 -3 -7 -1
% Difference -3.7 13.5 -5.3 -3.9 6.0 -1.3 -1.4 -1.8 -0.2 -0.4 0.0 0.0 -0.7 -0.8 6.0 -8.3 -1.6
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 491 33.9 9.3




SOC Category: MANAGEMENT RELATED ==== Subcategory: MARKETING OCCUPATIONS

White| White Black| Black Hisp Hisp| Asian| Asian AIAN Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Male Unk Total Fem Mnrt| Disab Vets
Agency Data
# Employed 0 3 0 0 0 0 0 0 0 0 0 0 0 0 0 3 3 0 0 0
% Employed 0.0 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 100.0 0.0 0.0 0.0

Labor Force Standard

# Expected 2 2 1 1 1 1 1 1 1 1 1 0 1 1 6 8 1
% Expected 39.7 36.1 5.3 7.9 1.7 1.6 3.0 2.3 0.3 0.2 0.1 0.0 0.9 0.8 48.1 22.3 9.3
# Difference -2 1 -1 -1 -1 -1 -1 -1 -1 -1 -1 0 -1 -1 -3 -8 -1
% Difference -39.7 63.9 -5.3 -7.9 -1.7 -1.6 -3.0 -2.3 -0.3 -0.2 -0.1 0.0 -0.9 -0.8 51.9 -22.3 -9.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROFESSIONALS ==== Subcategory: COMPUTER AND MATHEMATICAL OCCUPATIONS

‘ White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Mnrt| Disab Vets
Agency Data
# Employed 98 15 1 1 1 0 2 4 0 0 0 0 1 0 1 124 20 10 7 4
% Employed 79.0 12.1 0.8 0.8 0.8 0.0 1.6 3.2 0.0 0.0 0.0 0.0 0.8 0.0 0.8 100.0 16.1 8.1 5.6 3.2
Labor Force Standard
# Expected 61 21 10 7 4 2 15 6 1 1 0 0 2 1 37 46 12
% Expected 48.9 16.3 7.7 4.9 3.1 0.9 11.4 4.1 0.2 0.2 0.0 0.0 1.5 0.7 26.4 32.5 9.3
# Difference 37 -6 -9 -6 -3 -2 -13 -2 -1 -1 0 0 -1 -1 -17 -36 -5
% Difference 30.1 -4.2 -6.9 -4.1 -2.3 -0.9 -9.8 -0.9 -0.2 -0.2 0.0 0.0 -0.7 -0.7 -10.3 -24.4 -3.7
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROFESSIONALS ==== Subcategory: ARCHITECTURE AND ENGINEERING OCCUPATIONS

‘ White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Two+ Ethn Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Male Fem Unk Total Mnrt| Disab Vets
Agency Data
# Employed 7 1 0 1 0 0 0 2 0 0 0 0 0 0 0 11 4 3 1 1
% Employed 63.6 9.1 0.0 9.1 0.0 0.0 0.0 18.2 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 36.4 27.3 9.1 9.1
Labor Force Standard
# Expected 8 2 1 1 1 1 1 1 1 1 0 0 1 1 6 8 2
% Expected 70.0 10.4 5.1 1.9 24 0.8 5.9 1.9 0.2 0.1 0.0 0.0 1.0 0.2 15.1 18.3 9.3
# Difference -1 -1 -1 0 -1 -1 -1 1 -1 -1 0 0 -1 -1 -2 -5 -1
% Difference -6.4 -1.3 -5.1 7.2 -2.4 -0.8 -5.9 16.3 -0.2 -0.1 0.0 0.0 -1.0 -0.2 21.3 9.0 -0.2
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROFESSIONALS ==== Subcategory: LIFE, PHYSICAL AND SOCIAL SCIENCE OCCUP

‘ 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 Mnrt| Disab Vets
Agency Data
# Employed 120 59 6 3 0 3 7 10 1 0 0 0 0 0 1 210 75 30 7 7
% Employed 57.1 28.1 2.9 1.4 0.0 1.4 3.3 4.8 0.5 0.0 0.0 0.0 0.0 0.0 0.5 100.0 35.7 14.3 3.3 3.3
Labor Force Standard
# Expected 78 79 8 12 3 3 14 12 1 1 0 0 3 3 107 54 20
% Expected 36.9 37.3 35 5.3 1.3 1.3 6.3 55 0.3 0.2 0.0 0.0 1.1 1.1 49.6 237 9.3
# Difference 42 -20 -2 -9 -3 0 -7 -2 0 -1 0 0 -3 -3 -32 -24 -13
% Difference 20.2 -9.2 -0.6 -3.9 -1.3 0.1 -3.0 -0.7 0.2 -0.2 0.0 0.0 -1.1 -1.1 -13.9 -9.4 -6.0
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROFESSIONALS ==== Subcategory: COMMUNITY, SOC SERV AND RELIGIOUS OCCUP

‘ White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Mnrt| Disab Vets
Agency Data
# Employed 6 1 0 0 0 0 0 0 0 0 0 0 0 0 0 7 1 0 0 0
% Employed 85.7 14.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 14.3 0.0 0.0 0.0
Labor Force Standard
# Expected 2 3 1 2 1 1 1 1 1 1 0 0 1 1 8 9 1
% Expected 25.8 38.3 8.0 20.4 1.4 25 0.6 0.4 0.4 0.9 0.0 0.0 0.4 0.9 62.5 34.6 9.3
# Difference 4 -2 -1 -2 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -7 -9 -1
% Difference 59.9 -24.0 -8.0 -20.4 -1.4 -2.5 -0.6 -0.4 -0.4 -0.9 0.0 0.0 -0.4 -0.9 -48.2 -34.6 -9.3
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROFESSIONALS ==== Subcategory: LEGAL OCCUPATIONS

White| White Black| Black Hisp Hisp| Asian| Asian Ethn Tot
Male Fem Male Fem Male Fem Male Fem Unk Total Mnrt| Disab Vets
Agency Data
# Employed 3 0 0 0 0 0 0 0 0 0 0 0 0 0 0 3 0 0 0 0
% Employed 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0

Labor Force Standard

# Expected 2 2 1 1 1 1 1 1 1 1 0 0 1 1 6 8 1
% Expected 36.8 44.2 3.9 7.1 1.1 3.6 0.6 1.1 0.1 0.3 0.0 0.0 0.3 1.1 56.3 17.8 9.3
# Difference 1 -2 -1 -1 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -6 -8 -1
% Difference 63.2 -44.2 -3.9 -7.1 -1.1 -3.6 -0.6 -1.1 -0.1 -0.3 0.0 0.0 -0.3 -1.1 -56.3 -17.8 -9.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROFESSIONALS ==== Subcategory: EDUCATION, TRAINING AND LIBRARY OCCUP

‘ 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 1 2 0 0 0 0 0 0 0 0 0 0 0 0 0 3 2 0 0 0
% Employed 33.3 66.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 66.7 0.0 0.0 0.0
Labor Force Standard
# Expected 1 2 1 1 1 1 1 1 1 1 0 0 1 1 6 8 1
% Expected 18.3 54.4 3.8 14.9 0.8 25 1.1 1.6 0.1 0.7 0.0 0.0 0.4 1.2 74.1 255 9.3
# Difference 0 0 -1 -1 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -4 -8 -1
% Difference 15.0 12.3 -3.8 -14.9 -0.8 -2.5 -1.1 -1.6 -0.1 -0.7 0.0 0.0 -0.4 -1.2 -7.4 -25.5 -9.3
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROFESSIONALS ==== Subcategory: ARTS, DESIGN, ENTERTAIN AND MEDIA OCCUP

White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN Two+ Ethn Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Fem Unk Total Mnrt| Disab Vets
Agency Data
# Employed 6 9 0 0 0 1 0 0 0 0 0 0 0 0 0 16 10 1 1 0
% Employed 37.5 56.3 0.0 0.0 0.0 6.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 62.5 6.3 6.3 0.0

Labor Force Standard

# Expected 7 7 2 1 1 1 1 1 1 1 0 0 1 1 11 9 2
% Expected 39.6 39.8 6.4 4.7 2.6 3.3 1.0 1.0 0.1 0.2 0.0 0.0 0.7 0.7 49.0 19.3 9.3
# Difference -1 2 -2 -1 -1 0 -1 -1 -1 -1 0 0 -1 -1 -1 -8 -1
% Difference -2.1 16.5 -6.4 -4.7 -2.6 3.0 -1.0 -1.0 -0.1 -0.2 0.0 0.0 -0.7 -0.7 13.5 -13.0 -3.0

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROFESSIONALS ==== Subcategory: HEALTHCARE PRACTITIONERS

White| White| Black| Black Hisp Hisp| Asian| Asian Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Unk Total Fem Mnrt| Disab Vets
Agency Data
# Employed 9 17 0 2 0 0 1 0 0 0 0 0 0 0 0 29 19 3 0 2
% Employed 31.0 58.6 0.0 6.9 0.0 0.0 3.4 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 65.5 10.3 0.0 6.9

Labor Force Standard

# Expected 10 14 1 2 1 1 1 1 1 1 0 0 1 1 19 9 3
% Expected 31.6 474 2.8 6.5 1.2 2.1 2.8 3.1 0.2 0.4 0.0 0.0 0.6 1.2 59.5 19.1 9.3
# Difference -1 3 -1 0 -1 -1 0 -1 -1 -1 0 0 -1 -1 0 -6 -3
% Difference -0.6 11.2 -2.8 0.4 -1.2 -2.1 0.6 -3.1 -0.2 -0.4 0.0 0.0 -0.6 -1.2 6.0 -8.8 -9.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: TECHNICIANS AND TECHNOLOGISTS

==== Subcategory: HEALTH TECHNOLOGISTS

‘ White| White Black| Black Hisp| Asian| Asian AIAN AIAN Ethn Tot
Male Fem Male Fem Fem Male Fem Male Fem Unk Total Mnrt| Disab Vets
Agency Data
# Employed 8 23 0 3 0 0 0 0 0 0 0 0 0 0 0 34 26 3 1 1
% Employed 23.5 67.6 0.0 8.8 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 76.5 8.8 2.9 2.9
Labor Force Standard
# Expected 4 18 2 8 1 1 1 1 1 1 0 0 1 1 29 16 4
% Expected 11.4 52.3 4.9 221 1.1 2.4 1.0 2.0 0.2 0.8 0.0 0.0 0.4 14 79.6 34.5 9.3
# Difference 4 5 -2 -5 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -3 -13 -3
% Difference 12.1 15.3 -4.9 -13.3 -1.1 -2.4 -1.0 -2.0 -0.2 -0.8 0.0 0.0 -0.4 -1.4 -3.1 -25.7 -6.4
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 491 33.9 9.3




SOC Category: TECHNICIANS AND TECHNOLOGISTS ==== Subcategory: DRAFTERS, ENGINEERING & MAPPING TECHNOL

White| White Black| Black Hisp| Asian| Asian AIAN AIAN NHPI NHPI Two+ Two+ Ethn Tot Tot
Male Fem Male Fem Fem Male Fem Male Fem Male Fem Male Fem Unk Total Mnrt Disab Vets
Agency Data
# Employed 3 8 1 1 0 0 0 0 0 0 0 0 0 0 0 13 9 2 1 0
% Employed 23.1 61.5 77 7.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 69.2 15.4 7.7 0.0

Labor Force Standard

# Expected 9 2 2 1 1 1 1 1 1 0 0 0 1 1 5 8 2
% Expected 64.6 13.2 10.6 4.0 3.2 0.8 1.4 0.2 0.5 0.0 0.0 0.0 1.4 0.1 18.2 20.7 9.3
# Difference -6 6 -1 0 -1 -1 -1 -1 -1 0 0 0 -1 -1 4 -6 -1
% Difference -41.5 48.3 -2.9 3.7 -3.2 -0.8 -1.4 -0.2 -0.5 0.0 0.0 0.0 -1.4 -0.1 51.0 -5.3 -1.6

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: TECHNICIANS AND TECHNOLOGISTS ==== Subcategory: LIFE, PHYSICAL & SOCIAL SCIENCE TECHNOL

White| White Black| Black Hisp| Asian| Asian AIAN AIAN NHPI NHPI Two+ Ethn Tot
Male Fem Male Fem Fem Male Fem Male Fem Male Fem Male Unk Total Mnrt Disab Vets
Agency Data
# Employed 63 21 6 4 2 0 5 1 0 0 0 0 0 0 0 102 26 18 1 2
% Employed 61.8 20.6 59 3.9 2.0 0.0 4.9 1.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 25.5 17.6 1.0 2.0

Labor Force Standard

# Expected 39 29 9 14 3 4 2 & 1 1 0 0 1 1 51 37 10
% Expected 38.1 28.0 8.4 13.2 2.6 3.3 1.6 2.1 0.7 0.5 0.0 0.0 0.9 0.6 471 32.4 9.3
# Difference 24 -8 -3 -10 -1 -4 3 -2 -1 -1 0 0 -1 -1 -25 -19 -9
% Difference 23.7 -7.4 -2.5 -9.3 -0.6 -3.3 3.3 -1.1 -0.7 -0.5 0.0 0.0 -0.9 -0.6 -21.6 -14.8 -8.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: ADMINISTRATIVE SUPPORT ==== Subcategory: ADMINISTRATIVE SUPPORT SUPERVISORS

White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Mnrt| Disab Vets
Agency Data
# Employed 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 1 0 0 0 0
% Employed 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0

Labor Force Standard

# Expected 1 1 1 1 1 1 1 1 1 1 0 1 1 1 5 8 1
% Expected 26.7 47.0 7.3 11.0 2.0 24 0.9 0.8 0.1 0.2 0.0 0.1 0.3 1.2 61.4 24.7 9.3
# Difference 0 -1 -1 -1 -1 -1 -1 -1 -1 -1 0 -1 -1 -1 -5 -8 -1
% Difference 73.3 -47.0 -7.3 -11.0 -2.0 -2.4 -0.9 -0.8 -0.1 -0.2 0.0 -0.1 -0.3 -1.2 -61.4 -24.7 -9.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: ADMINISTRATIVE SUPPORT ==== Subcategory: ADMINISTRATIVE SUPPORT OCCUPATIONS

White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Fem Mnrt| Disab Vets
Agency Data
# Employed 29 121 3 28 0 4 0 0 0 3 0 0 0 1 1 190 157 39 13 3
% Employed 15.3 63.7 1.6 14.7 0.0 2.1 0.0 0.0 0.0 1.6 0.0 0.0 0.0 0.5 0.5 100.0 82.6 20.5 6.8 1.6

Labor Force Standard

# Expected 28 98 12 36 3 8 1 & 1 2 0 1 1 & 147 66 18
% Expected 14.5 51.5 6.0 18.5 1.4 3.8 0.5 1.1 0.1 0.7 0.0 0.1 0.4 1.2 75.6 321 9.3
# Difference 1 23 -9 -8 -3 -4 -1 -3 -1 1 0 -1 -1 -2 10 -27 -5
% Difference 0.8 12.2 -4.4 -3.8 -1.4 -1.7 -0.5 -1.1 -0.1 0.9 0.0 -0.1 -0.4 -0.7 7.0 -11.6 -2.5

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROTECTIVE SERVICES ==== Subcategory: PROTECTIVE SERVICES SUPERVISORS

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 0 0 0 0 0 0 0 0 0 0 0 0 0 0 2 0 0 0 0
% Employed 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0

Labor Force Standard

# Expected 2 1 1 1 1 1 1 0 1 1 0 0 1 1 4 7 1
% Expected 60.8 10.7 13.9 7.0 24 0.2 1.4 0.0 0.4 0.6 0.0 0.0 0.8 1.6 18.5 259 9.3
# Difference 0 -1 -1 -1 -1 -1 -1 0 -1 -1 0 0 -1 -1 -4 -7 -1
% Difference 39.2 -10.7 -13.9 -7.0 -2.4 -0.2 -1.4 0.0 -0.4 -0.6 0.0 0.0 -0.8 -1.6 -18.5 -25.9 -9.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROTECTIVE SERVICES ==== Subcategory: PROTECTIVE SERVICES OCCUPATIONS

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 80 1 ) 1 0 0 0 0 2 0 0 0 1 0 0 90 2 9 7 5
% Employed 88.9 1.1 5.6 1.1 0.0 0.0 0.0 0.0 2.2 0.0 0.0 0.0 1.1 0.0 0.0 100.0 2.2 10.0 7.8 5.6

Labor Force Standard

# Expected 50 11 16 8 3 1 1 1 1 1 0 1 2 1 22 32 9
% Expected 54.9 12.0 16.8 8.0 3.3 1.1 0.6 0.2 1.0 0.3 0.0 0.1 1.3 0.4 21.6 31.3 9.3
# Difference 30 -10 -11 -7 -3 -1 -1 -1 1 -1 0 -1 -1 -1 -20 -23 -2
% Difference 34.0 -10.9 -11.2 -6.9 -3.3 -1.1 -0.6 -0.2 1.2 -0.3 0.0 -0.1 -0.2 -0.4 -19.4 -21.3 -1.5

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SERVICE ==== Subcategory: SERVICE SUPERVISORS

White| White| Black| Black Hisp Hisp| Asian| Asian Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Unk Total Fem Mnrt| Disab Vets
Agency Data
# Employed 1 2 1 0 0 0 1 0 0 0 0 0 0 0 0 5 2 2 0 0
% Employed 20.0 40.0 20.0 0.0 0.0 0.0 20.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 40.0 40.0 0.0 0.0

Labor Force Standard

# Expected 2 2 1 1 1 1 1 1 1 1 1 0 1 1 6 8 1
% Expected 371 24.0 11.9 10.3 6.7 3.4 24 1.2 0.5 0.4 0.1 0.0 0.7 1.5 39.3 36.8 9.3
# Difference -1 0 0 -1 -1 -1 0 -1 -1 -1 -1 0 -1 -1 -4 -6 -1
% Difference -17.1 16.0 8.1 -10.3 -6.7 -3.4 17.6 -1.2 -0.5 -0.4 -0.1 0.0 -0.7 -1.5 0.7 3.2 -9.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SERVICE

==== Subcategory: HEALTHCARE SUPPORT OCCUPATIONS

‘ White| White Black| Black Hisp Hisp| Asian| Asian Ethn Tot
Male Fem Male Fem Male Fem Male Fem Unk Total Mnrt| Disab Vets
Agency Data
# Employed 0 3 0 0 1 0 0 2 0 0 0 0 0 0 0 6 5 3 0 1
% Employed 0.0 50.0 0.0 0.0 16.7 0.0 0.0 33.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 83.3 50.0 0.0 16.7
Labor Force Standard
# Expected 1 3 1 3 1 1 1 1 1 1 0 0 1 1 9 10 1
% Expected 59 45.0 4.4 35.8 0.4 3.7 0.2 1.0 0.1 1.5 0.0 0.0 0.2 1.7 87.0 471 9.3
# Difference -1 0 -1 -3 0 -1 -1 1 -1 -1 0 0 -1 -1 -4 -7 -1
% Difference -5.9 5.0 -4.4 -35.8 16.3 -3.7 -0.2 32.3 -0.1 -1.5 0.0 0.0 -0.2 -1.7 -3.7 2.9 -9.3
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SERVICE

==== Subcategory: FOOD AND BEVERAGE OCCUPATIONS

‘ White| White| Black| Black Hisp Hisp| Asian| Asian Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Unk Total Fem Mnrt| Disab Vets
Agency Data
# Employed 11 14 1 2 0 0 0 0 0 1 0 0 0 0 0 29 17 4 2 1
% Employed 37.9 48.3 3.4 6.9 0.0 0.0 0.0 0.0 0.0 3.4 0.0 0.0 0.0 0.0 0.0 100.0 58.6 13.8 6.9 3.4
Labor Force Standard
# Expected 7 10 4 4 3 3 1 1 1 1 1 0 1 1 19 18 3
% Expected 20.8 33.2 11.5 12.5 7.0 8.1 1.3 1.5 0.4 0.6 0.1 0.0 1.3 1.7 55.9 42.9 9.3
# Difference 4 4 -3 -2 -3 -3 -1 -1 -1 0 -1 0 -1 -1 -2 -14 -1
% Difference 171 15.1 -8.1 -5.6 -7.0 -8.1 -1.3 -1.5 -0.4 2.8 -0.1 0.0 -1.3 -1.7 2.7 -29.1 -2.4
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SERVICE ==== Subcategory: BUILDING AND GROUNDS OCCUPATIONS

White| White Black| Black Hisp Hisp| Asian| Asian AIAN Ethn Tot
Male Fem Male Fem Male Fem Male Fem Male Unk Total Mnrt| Disab Vets
Agency Data
# Employed 0 0 0 0 3 0 0 0 0 0 0 0 0 0 0 3 0 3 0 0
% Employed 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 100.0 0.0 0.0

Labor Force Standard

# Expected 1 1 1 1 1 1 1 1 1 1 0 1 1 1 5 8 1
% Expected 31.3 15.3 15.2 1.7 11.3 10.6 0.9 0.7 0.7 0.6 0.0 0.1 1.0 0.6 38.9 51.7 9.3
# Difference -1 -1 -1 -1 2 -1 -1 -1 -1 -1 0 -1 -1 -1 -5 -5 -1
% Difference -31.3 -15.3 -15.2 -11.7 88.7 -10.6 -0.9 -0.7 -0.7 -0.6 0.0 -0.1 -1.0 -0.6 -38.9 48.3 -9.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SKILLED CRAFT ==== Subcategory: SKILLED CRAFT SUPERVISORS

White| White| Black| Black Hisp Hisp| Asian| Asian Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Unk Total Fem Mnrt| Disab Vets
Agency Data
# Employed 28 0 2 2 0 0 1 0 1 0 0 0 0 0 0 34 2 6 1 2
% Employed 82.4 0.0 5.9 5.9 0.0 0.0 2.9 0.0 2.9 0.0 0.0 0.0 0.0 0.0 0.0 100.0 5.9 17.6 2.9 5.9

Labor Force Standard

# Expected 22 3 5 2 3 1 1 1 1 1 0 0 1 1 8 15 4
% Expected 63.6 8.2 12.3 3.8 7.3 1.2 0.8 0.3 1.1 0.2 0.0 0.0 0.8 0.2 13.7 27.0 9.3
# Difference 6 -3 -3 0 -3 -1 0 -1 0 -1 0 0 -1 -1 -6 -9 -3
% Difference 18.8 -8.2 -6.4 2.1 -7.3 -1.2 2.1 -0.3 1.8 -0.2 0.0 0.0 -0.8 -0.2 -7.8 -9.4 -6.4

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SKILLED CRAFT ==== Subcategory: FARMING, FISHING & FORESTRY OCCUPATIONS

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 Vets
Agency Data
# Employed 271 60 2 3 3 0 0 1 1 0 0 0 2 0 1 344 64 12 15 18
% Employed 78.8 17.4 0.6 0.9 0.9 0.0 0.0 0.3 0.3 0.0 0.0 0.0 0.6 0.0 0.3 100.0 18.6 3.5 4.4 5.2

Labor Force Standard

# Expected 117 19 30 9 126 34 2 2 6 1 0 0 3 1 65 210 32
% Expected 34.0 5.5 8.6 24 36.5 9.7 0.3 0.5 1.6 0.1 0.0 0.0 0.6 0.1 18.2 59.7 9.3
# Difference 154 41 -28 -6 -123 -34 -2 -1 -5 -1 0 0 -1 -1 -1 -198 -17
% Difference 44.8 11.9 -8.0 -1.5 -35.6 -9.7 -0.3 -0.2 -1.3 -0.1 0.0 0.0 0.0 -0.1 0.4 -56.2 -4.9

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SKILLED CRAFT ==== Subcategory: CONSTRUCTION AND EXTRACTION OCCUPATIONS

White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Fem Mnrt| Disab Vets
Agency Data
# Employed 0 0 0 0 0 0 1 0 0 0 0 0 0 0 0 1 0 1 0 0
% Employed 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 100.0 0.0 0.0

Labor Force Standard

# Expected 1 1 1 1 1 1 1 1 1 1 0 0 1 0 5 8 1
% Expected 52.3 2.0 10.1 0.3 299 1.5 0.6 0.1 1.8 0.1 0.0 0.0 1.2 0.0 4.0 44 .4 9.3
# Difference -1 -1 -1 -1 -1 -1 0 -1 -1 -1 0 0 -1 0 -5 -7 -1
% Difference -52.3 -2.0 -10.1 -0.3 -29.9 -1.5 99.4 -0.1 -1.8 -0.1 0.0 0.0 -1.2 0.0 -4.0 55.6 -9.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SKILLED CRAFT ==== Subcategory: INSTALLATION, MAINTENANCE & REPAIR OCCUP

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 Vets
Agency Data
# Employed 72 1 3 2 3 1 6 0 0 0 0 0 0 0 1 89 4 15 6 4
% Employed 80.9 1.1 3.4 2.2 3.4 1.1 6.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 1.1 100.0 4.5 16.9 6.7 4.5

Labor Force Standard

# Expected 64 3 11 2 8 1 1 1 1 0 0 0 2 1 7 25 9
% Expected 71.7 2.3 12.2 1.2 8.5 0.4 1.1 0.1 1.1 0.0 0.0 0.0 1.3 0.1 4.0 24.6 9.3
# Difference 8 -2 -8 0 -5 0 5 -1 -1 0 0 0 -2 -1 -3 -10 -3
% Difference 9.2 -1.2 -8.8 1.0 -5.1 0.7 5.6 -0.1 -1.1 0.0 0.0 0.0 -1.3 -0.1 0.5 -7.7 -2.6

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SKILLED CRAFT ==== Subcategory: PRODUCTION OCCUPATIONS

White| White Black| Black Hisp Hisp| Asian| Asian Two+ Ethn Tot
Male Fem Male Fem Male Fem Male Fem Fem Unk Total Mnrt| Disab Vets
Agency Data
# Employed 75 22 8 8 1 0 0 1 1 0 0 0 0 1 3 120 32 20 5 8
% Employed 62.5 18.3 6.7 6.7 0.8 0.0 0.0 0.8 0.8 0.0 0.0 0.0 0.0 0.8 2.5 100.0 26.7 16.7 4.2 6.7

Labor Force Standard

# Expected 44 18 20 15 10 8 3 2 1 1 0 0 1 1 44 60 12
% Expected 36.0 14.9 16.5 12.4 7.6 6.2 24 1.6 0.6 0.4 0.0 0.0 0.8 0.4 35.5 47.7 9.3
# Difference 31 4 -12 -7 -9 -8 -3 -1 0 -1 0 0 -1 0 -12 -40 -7
% Difference 26.5 3.4 -9.8 -5.7 -6.8 -6.2 -2.4 -0.8 0.2 -0.4 0.0 0.0 -0.8 0.4 -8.8 -31.0 -5.1

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SKILLED CRAFT ==== Subcategory: TRANSPORTATION AND MATERIAL MOVING OCCUP

White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Mnrt| Disab Vets
Agency Data
# Employed 33 1 3 0 0 0 1 1 1 0 0 0 0 0 0 40 2 6 1 4
% Employed 82.5 25 7.5 0.0 0.0 0.0 2.5 2.5 2.5 0.0 0.0 0.0 0.0 0.0 0.0 100.0 5.0 15.0 2.5 10.0

Labor Force Standard

# Expected 18 4 11 4 3 1 1 1 1 1 0 0 1 1 11 23 4
% Expected 43.3 9.3 26.8 7.6 6.3 23 1.2 0.5 0.8 0.3 0.0 0.0 1.4 0.3 20.0 45.8 9.3
# Difference 15 -3 -8 -4 -3 -1 0 0 0 -1 0 0 -1 -1 -9 -17 -3
% Difference 39.2 -6.8 -19.3 -7.6 -6.3 -2.3 1.3 2.0 1.7 -0.3 0.0 0.0 -1.4 -0.3 -15.0 -30.8 -6.8

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3
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B0170: Labor Force Standard - Agency Total (All Occupations)

as of DEC 2024 Based on 2020 Census

Agriculture Consumer Services

xecution Date : 1/2/25

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

Male Fem Male Fem Fem Male Fem Male Fem Fem Male Unk Total Mnrt Disab Vets
Agency Data
# Employed 1,024 479 53 74 16 11 25 28 7 4 0 0 4 2 8 1,735 598 224 78 75
% Employed 59.0 27.6 3.1 4.3 0.9 0.6 1.4 1.6 0.4 0.2 0.0 0.0 0.2 0.1 0.5 100.0 34.5 12.9 4.5 4.3
Labor Force Standard
# Expected 583 535 167 198 96 59 30 25 9 9 0 0 14 14 826 593 162
% Expected 33.6 30.8 9.6 11.4 5.5 3.4 1.7 1.4 0.5 0.5 0.0 0.0 0.8 0.8 47.5 34.0 9.3
# Difference 441 -56 -114 -124 -80 -48 -5 3 -2 -5 0 0 -10 -12 -228 -369 -84
% Difference 25.4 -3.2 -6.5 -71 -4.6 -2.8 -0.3 0.2 -0.1 -0.3 0.0 0.0 -0.6 -0.7 -13.0 -21.1 -4.8
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3
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B0170: Job Opening Estimates Form Labor Force Standard xecution Date : 1/2/25
by SOC Subcateqory as of DEC 2024 Based on 2020 Census

Agriculture Consumer Services

SOC Category: OFFICIALS AND ADMINISTRATORS ==== Subcategory: OFFICIALS AND ADMINISTRATORS
| White| White Black Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI NHPI Two+ Ethn

Male Fem Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 62 33 3 4 1 1 0 4 0 0 0 0 0 0 0 108 42 13 5 5
% Employed 57.4 30.6 2.8 3.7 0.9 0.9 0.0 3.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 38.9 12.0 4.6 4.6
Labor Force Standard
# Difference 10 0 -4 -4 -3 -1 -2 2 -1 -1 0 0 -1 -1 -4 -14 -6
% Difference 9.6 0.7 -2.9 -3.5 -2.1 -0.8 -1.8 2.7 -0.3 -0.3 0.0 0.0 -0.7 -0.6 -1.2 -9.0 -4.7

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: MANAGEMENT RELATED ==== Subcategory: BUSINESS SPECIALISTS, INCL PURCHASING

| White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn

Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 30 50 6 5 0 1 0 2 0 0 0 0 0 0 0 94 58 14 2 4
% Employed 31.9 53.2 6.4 5.3 0.0 1.1 0.0 2.1 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 61.7 14.9 2.1 4.3

Labor Force Standard
# Difference -7 16 0 -5 -3 -1 -2 0 -1 -1 0 0 -1 -1 9 -13 -7

% Difference -7.0 17.4 0.3 -4.9 -2.3 -1.0 -1.3 0.5 -0.3 -0.2 0.0 0.0 -0.6 -0.6 11.8 -9.2 -7.2

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: MANAGEMENT RELATED ==== Subcategory: HR, TRAINING AND LABOR RELATIONS SPEC

| White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn

Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 0 6 2 3 0 0 0 0 0 0 0 0 0 0 0 11 9 5 1 1
% Employed 0.0 54.5 18.2 27.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 81.8 45.5 9.1 9.1

Labor Force Standard
# Difference -3 1 1 0 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -2 -5 -1

% Difference -19.9 10.1 11.7 7.3 -1.2 -3.7 -0.7 -1.3 -0.1 -0.4 0.0 0.0 -0.5 -1.2 12.0 11.6 -0.2

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: MANAGEMENT RELATED ==== Subcategory: FINANCE SPECIALISTS

| White| White Black| Black Hisp Hisp| Asian| Asian Ethn

Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets
Agency Data
# Employed 5 6 0 1 1 0 0 0 0 0 0 0 0 0 0 13 7 2 1 2
% Employed 38.5 46.2 0.0 7.7 7.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 53.8 15.4 7.7 15.4

Labor Force Standard
# Difference -1 1 -1 -1 0 -1 -1 -1 -1 -1 0 0 -1 -1 -3 -7 -1

% Difference -3.7 13.5 -5.3 -3.9 6.0 -1.3 -1.4 -1.8 -0.2 -0.4 0.0 0.0 -0.7 -0.8 6.0 -8.3 -1.6

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: MANAGEMENT RELATED ==== Subcategory: MARKETING OCCUPATIONS

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

Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 0 3 0 0 0 0 0 0 0 0 0 0 0 0 0 3 3 0 0 0
% Employed 0.0 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 100.0 0.0 0.0 0.0

Labor Force Standard
# Difference -2 1 -1 -1 -1 -1 -1 -1 -1 -1 -1 0 -1 -1 -3 -8 -1

% Difference -39.7 63.9 -5.3 -7.9 -1.7 -1.6 -3.0 -2.3 -0.3 -0.2 -0.1 0.0 -0.9 -0.8 51.9 -22.3 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: PROFESSIONALS ==== Subcategory: COMPUTER AND MATHEMATICAL OCCUPATIONS

| White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn

Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 98 15 1 1 1 0 2 4 0 0 0 0 1 0 1 124 20 10 7 4
% Employed 79.0 12.1 0.8 0.8 0.8 0.0 1.6 3.2 0.0 0.0 0.0 0.0 0.8 0.0 0.8 100.0 16.1 8.1 5.6 3.2

Labor Force Standard
# Difference 37 -6 -9 -6 -3 -2 -13 -2 -1 -1 0 0 -1 -1 -17 -36 -5

% Difference 30.1 -4.2 -6.9 -4.1 -2.3 -0.9 -9.8 -0.9 -0.2 -0.2 0.0 0.0 -0.7 -0.7 -10.3 -24.4 -3.7

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: PROFESSIONALS ==== Subcategory: ARCHITECTURE AND ENGINEERING OCCUPATIONS

| White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn

Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 7 1 0 1 0 0 0 2 0 0 0 0 0 0 0 11 4 3 1 1
% Employed 63.6 9.1 0.0 9.1 0.0 0.0 0.0 18.2 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 36.4 27.3 9.1 9.1

Labor Force Standard
# Difference -1 -1 -1 0 -1 -1 -1 1 -1 -1 0 0 -1 -1 -2 -5 -1

% Difference -6.4 -1.3 -5.1 7.2 -2.4 -0.8 -5.9 16.3 -0.2 -0.1 0.0 0.0 -1.0 -0.2 21.3 9.0 -0.2

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: PROFESSIONALS ==== Subcategory: LIFE, PHYSICAL AND SOCIAL SCIENCE OCCUP

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

Male Fem Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets
Agency Data
# Employed 120 59 6 3 0 3 7 10 1 0 0 0 0 0 1 210 75 30 7 7
% Employed 57.1 28.1 2.9 1.4 0.0 1.4 3.3 4.8 0.5 0.0 0.0 0.0 0.0 0.0 0.5 100.0 35.7 14.3 3.3 3.3

Labor Force Standard
# Difference 42 -20 -2 -9 -3 0 -7 -2 0 -1 0 0 -3 -3 -32 -24 -13

% Difference 20.2 -9.2 -0.6 -3.9 -1.3 0.1 -3.0 -0.7 0.2 -0.2 0.0 0.0 -1.1 -1.1 -13.9 -9.4 -6.0

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: PROFESSIONALS ==== Subcategory: COMMUNITY, SOC SERV AND RELIGIOUS OCCUP

| White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn

Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 6 1 0 0 0 0 0 0 0 0 0 0 0 0 0 7 1 0 0 0
% Employed 85.7 14.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 14.3 0.0 0.0 0.0
Labor Force Standard
# Difference 4 -2 -1 -2 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -7 -9 -1
% Difference 59.9 -24.0 -8.0 -20.4 -1.4 -2.5 -0.6 -0.4 -0.4 -0.9 0.0 0.0 -0.4 -0.9 -48.2 -34.6 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: PROFESSIONALS ==== Subcategory: LEGAL OCCUPATIONS

| White| White Black| Black Hisp Hisp| Asian Ethn

Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 3 0 0 0 0 0 0 0 0 0 0 0 0 0 0 3 0 0 0 0
% Employed 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0

Labor Force Standard
# Difference 1 -2 -1 -1 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -6 -8 -1

% Difference 63.2 -44.2 -3.9 -7.1 -1.1 -3.6 -0.6 -1.1 -0.1 -0.3 0.0 0.0 -0.3 -1.1 -56.3 -17.8 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: PROFESSIONALS ==== Subcategory: EDUCATION, TRAINING AND LIBRARY OCCUP

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

Male Fem Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets
Agency Data
# Employed 1 2 0 0 0 0 0 0 0 0 0 0 0 0 0 3 2 0 0 0
% Employed 33.3 66.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 66.7 0.0 0.0 0.0

Labor Force Standard
# Difference 0 0 -1 -1 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -4 -8 -1

% Difference 15.0 12.3 -3.8 -14.9 -0.8 -2.5 -1.1 -1.6 -0.1 -0.7 0.0 0.0 -0.4 -1.2 -7.4 -25.5 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: PROFESSIONALS ==== Subcategory: ARTS, DESIGN, ENTERTAIN AND MEDIA OCCUP

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

Male Fem Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets
Agency Data
# Employed 6 9 0 0 0 1 0 0 0 0 0 0 0 0 0 16 10 1 1 0
% Employed 37.5 56.3 0.0 0.0 0.0 6.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 62.5 6.3 6.3 0.0
Labor Force Standard
# Difference -1 2 -2 -1 -1 0 -1 -1 -1 -1 0 0 -1 -1 -1 -8 -1
% Difference -2.1 16.5 -6.4 -4.7 -2.6 3.0 -1.0 -1.0 -0.1 -0.2 0.0 0.0 -0.7 -0.7 13.5 -13.0 -3.0

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: PROFESSIONALS ==== Subcategory: HEALTHCARE PRACTITIONERS

| White| White Black| Black Hisp Hisp| Asian| Asian Ethn

Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets
Agency Data
# Employed 9 17 0 2 0 0 1 0 0 0 0 0 0 0 0 29 19 3 0 2
% Employed 31.0 58.6 0.0 6.9 0.0 0.0 3.4 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 65.5 10.3 0.0 6.9

Labor Force Standard
# Difference -1 3 -1 0 -1 -1 0 -1 -1 -1 0 0 -1 -1 0 -6 -3

% Difference -0.6 11.2 -2.8 0.4 -1.2 -2.1 0.6 -3.1 -0.2 -0.4 0.0 0.0 -0.6 -1.2 6.0 -8.8 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: TECHNICIANS AND TECHNOLOGISTS ==== Subcategory: HEALTH TECHNOLOGISTS

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

Male Fem Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets
Agency Data
# Employed 8 23 0 3 0 0 0 0 0 0 0 0 0 0 0 34 26 3 1 1
% Employed 23.5 67.6 0.0 8.8 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 76.5 8.8 2.9 2.9

Labor Force Standard
# Difference 4 5 -2 -5 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -3 -13 -3

% Difference 12.1 15.3 -4.9 -13.3 -1.1 -2.4 -1.0 -2.0 -0.2 -0.8 0.0 0.0 -0.4 -1.4 -3.1 -25.7 -6.4

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: TECHNICIANS AND TECHNOLOGISTS ==== Subcategory: DRAFTERS, ENGINEERING & MAPPING TECHNOL

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

Male Fem Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 3 8 1 1 0 0 0 0 0 0 0 0 0 0 0 13 9 2 1 0
% Employed 23.1 61.5 7.7 7.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 69.2 15.4 7.7 0.0

Labor Force Standard
# Difference -6 6 -1 0 -1 -1 -1 -1 -1 0 0 0 -1 -1 4 -6 -1

% Difference -41.5 48.3 -2.9 3.7 -3.2 -0.8 -1.4 -0.2 -0.5 0.0 0.0 0.0 -1.4 -0.1 51.0 -5.3 -1.6

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: TECHNICIANS AND TECHNOLOGISTS ==== Subcategory: LIFE, PHYSICAL & SOCIAL SCIENCE TECHNOL

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

Male Fem Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 63 21 6 4 2 0 5 1 0 0 0 0 0 0 0 102 26 18 1 2
% Employed 61.8 20.6 5.9 3.9 2.0 0.0 4.9 1.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 25.5 17.6 1.0 2.0

Labor Force Standard
# Difference 24 -8 -3 -10 -1 -4 3 -2 -1 -1 0 0 -1 -1 -25 -19 -9

% Difference 23.7 -7.4 -2.5 -9.3 -0.6 -3.3 3.3 -1.1 -0.7 -0.5 0.0 0.0 -0.9 -0.6 -21.6 -14.8 -8.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: ADMINISTRATIVE SUPPORT ==== Subcategory: ADMINISTRATIVE SUPPORT SUPERVISORS

| White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn

Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 1 0 0 0 0
% Employed 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0
Labor Force Standard
# Difference 0 -1 -1 -1 -1 -1 -1 -1 -1 -1 0 -1 -1 -1 -5 -8 -1
% Difference 73.3 -47.0 -7.3 -11.0 -2.0 2.4 -0.9 -0.8 -0.1 -0.2 0.0 -0.1 -0.3 -1.2 -61.4 -24.7 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: ADMINISTRATIVE SUPPORT ==== Subcategory: ADMINISTRATIVE SUPPORT OCCUPATIONS

| White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn

Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 29 121 3 28 0 4 0 0 0 3 0 0 0 1 1 190 157 39 13 3
% Employed 15.3 63.7 1.6 14.7 0.0 2.1 0.0 0.0 0.0 1.6 0.0 0.0 0.0 0.5 0.5 100.0 82.6 20.5 6.8 1.6

Labor Force Standard
# Difference 1 23 -9 -8 -3 -4 -1 -3 -1 1 0 -1 -1 -2 10 =27 -5

% Difference 0.8 12.2 -4.4 -3.8 -1.4 -1.7 -0.5 -1.1 -0.1 0.9 0.0 -0.1 -0.4 -0.7 7.0 -11.6 -2.5

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: PROTECTIVE SERVICES ==== Subcategory: PROTECTIVE SERVICES SUPERVISORS

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

Male Fem Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets
Agency Data
# Employed 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 2 0 0 0 0
% Employed 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0
Labor Force Standard
# Difference 0 -1 -1 -1 -1 -1 -1 0 -1 -1 0 0 -1 -1 -4 -7 -1
% Difference 39.2 -10.7 -13.9 -7.0 -2.4 -0.2 -1.4 0.0 -0.4 -0.6 0.0 0.0 -0.8 -1.6 -18.5 -25.9 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: PROTECTIVE SERVICES ==== Subcategory: PROTECTIVE SERVICES OCCUPATIONS

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

Male Fem Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets
Agency Data
# Employed 80 1 5 1 0 0 0 0 2 0 0 0 1 0 0 90 2 9 7 5
% Employed 88.9 1.1 5.6 1.1 0.0 0.0 0.0 0.0 2.2 0.0 0.0 0.0 1.1 0.0 0.0 100.0 2.2 10.0 7.8 5.6

Labor Force Standard
# Difference 30 -10 -11 -7 -3 -1 -1 -1 1 -1 0 -1 -1 -1 -20 -23 -2

% Difference 34.0 -10.9 -11.2 -6.9 -3.3 -1.1 -0.6 -0.2 1.2 -0.3 0.0 -0.1 -0.2 -0.4 -19.4 -21.3 -1.5

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: SERVICE ==== Subcategory: SERVICE SUPERVISORS

| White| White Black| Black Hisp Hisp| Asian Ethn

Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 1 2 1 0 0 0 1 0 0 0 0 0 0 0 0 5 2 2 0 0
% Employed 20.0 40.0 20.0 0.0 0.0 0.0 20.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 40.0 40.0 0.0 0.0

Labor Force Standard
# Difference -1 0 0 -1 -1 -1 0 -1 -1 -1 -1 0 -1 -1 -4 -6 -1

% Difference -17.1 16.0 8.1 -10.3 -6.7 -3.4 17.6 -1.2 -0.5 -0.4 -0.1 0.0 -0.7 -1.5 0.7 3.2 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: SERVICE ==== Subcategory: HEALTHCARE SUPPORT OCCUPATIONS

| White| White Black| Black Hisp Hisp| Asian| Asian Ethn

Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets
Agency Data
# Employed 0 3 0 0 1 0 0 2 0 0 0 0 0 0 0 6 5 3 0 1
% Employed 0.0 50.0 0.0 0.0 16.7 0.0 0.0 33.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 83.3 50.0 0.0 16.7

Labor Force Standard
# Difference -1 0 -1 -3 0 -1 -1 1 -1 -1 0 0 -1 -1 -4 -7 -1

% Difference -5.9 5.0 -4.4 -35.8 16.3 -3.7 -0.2 32.3 -0.1 -1.5 0.0 0.0 -0.2 -1.7 -3.7 2.9 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: SERVICE ==== Subcategory: FOOD AND BEVERAGE OCCUPATIONS

| White| White Black| Black Hisp Hisp| Asian| Asian Ethn

Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets
Agency Data
# Employed 11 14 1 2 0 0 0 0 0 1 0 0 0 0 0 29 17 4 2 1
% Employed 37.9 48.3 3.4 6.9 0.0 0.0 0.0 0.0 0.0 3.4 0.0 0.0 0.0 0.0 0.0 100.0 58.6 13.8 6.9 3.4

Labor Force Standard
# Difference 4 4 -3 -2 -3 -3 -1 -1 -1 0 -1 0 -1 -1 -2 -14 -1

% Difference 17.1 15.1 -8.1 -5.6 -7.0 -8.1 -1.3 -1.5 -0.4 2.8 -0.1 0.0 -1.3 -1.7 2.7 -29.1 -2.4

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: SERVICE ==== Subcategory: BUILDING AND GROUNDS OCCUPATIONS

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

Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 0 0 0 0 3 0 0 0 0 0 0 0 0 0 0 3 0 3 0 0
% Employed 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 100.0 0.0 0.0
Labor Force Standard
# Difference -1 -1 -1 -1 2 -1 -1 -1 -1 -1 0 -1 -1 -1 -5 -5 -1
% Difference -31.3 -15.3 -15.2 -11.7 88.7 -10.6 -0.9 -0.7 -0.7 -0.6 0.0 -0.1 -1.0 -0.6 -38.9 48.3 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: SKILLED CRAFT

==== Subcategory: SKILLED CRAFT SUPERVISORS

| White| White Black| Black Hisp Hisp| Asian| Asian Ethn

Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets
Agency Data
# Employed 28 0 2 2 0 0 1 0 1 0 0 0 0 0 0 34 2 6 1 2
% Employed 82.4 0.0 5.9 5.9 0.0 0.0 2.9 0.0 2.9 0.0 0.0 0.0 0.0 0.0 0.0 100.0 5.9 17.6 2.9 5.9
Labor Force Standard
# Difference 6 -3 -3 0 -3 -1 0 -1 0 -1 0 0 -1 -1 -6 -9 -3
% Difference 18.8 -8.2 -6.4 2.1 -7.3 -1.2 2.1 -0.3 1.8 -0.2 0.0 0.0 -0.8 -0.2 -7.8 -9.4 -6.4

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: SKILLED CRAFT ==== Subcategory: FARMING, FISHING & FORESTRY OCCUPATIONS

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

Male Fem Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets
Agency Data
# Employed 271 60 2 3 3 0 0 1 1 0 0 0 2 0 1 344 64 12 15 18
% Employed 78.8 17.4 0.6 0.9 0.9 0.0 0.0 0.3 0.3 0.0 0.0 0.0 0.6 0.0 0.3 100.0 18.6 3.5 4.4 5.2

Labor Force Standard
# Difference 154 41 -28 -6 -123 -34 -2 -1 -5 -1 0 0 -1 -1 -1 -198 -17

% Difference 44.8 11.9 -8.0 -1.5 -35.6 -9.7 -0.3 -0.2 -1.3 -0.1 0.0 0.0 0.0 -0.1 0.4 -56.2 -4.9

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: SKILLED CRAFT ==== Subcategory: CONSTRUCTION AND EXTRACTION OCCUPATIONS

| White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn

Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 0 0 0 0 0 0 1 0 0 0 0 0 0 0 0 1 0 1 0 0
% Employed 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 100.0 0.0 0.0

Labor Force Standard
# Difference -1 -1 -1 -1 -1 -1 0 -1 -1 -1 0 0 -1 0 -5 -7 -1

% Difference -52.3 -2.0 -10.1 -0.3 -29.9 -1.5 99.4 -0.1 -1.8 -0.1 0.0 0.0 -1.2 0.0 -4.0 55.6 -9.3

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: SKILLED CRAFT ==== Subcategory: INSTALLATION, MAINTENANCE & REPAIR OCCUP

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

Male Fem Male Fem Male Fem Male Fem Male Fem Fem Male Unk Total Disab Vets
Agency Data
# Employed 72 1 3 2 3 1 6 0 0 0 0 0 0 0 1 89 4 15 6 4
% Employed 80.9 1.1 3.4 2.2 3.4 1.1 6.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 1.1 100.0 4.5 16.9 6.7 4.5

Labor Force Standard
# Difference 8 -2 -8 0 -5 0 5 -1 -1 0 0 0 -2 -1 -3 -10 -3

% Difference 9.2 -1.2 -8.8 1.0 -5.1 0.7 5.6 -0.1 -1.1 0.0 0.0 0.0 -1.3 -0.1 0.5 -7.7 -2.6

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: SKILLED CRAFT ==== Subcategory: PRODUCTION OCCUPATIONS

| White| White Black| Black Hisp Hisp| Asian| Asian Ethn

Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets
Agency Data
# Employed 75 22 8 8 1 0 0 1 1 0 0 0 0 1 3 120 32 20 5 8
% Employed 62.5 18.3 6.7 6.7 0.8 0.0 0.0 0.8 0.8 0.0 0.0 0.0 0.0 0.8 2.5 100.0 26.7 16.7 4.2 6.7

Labor Force Standard
# Difference 31 4 -12 -7 -9 -8 -3 -1 0 -1 0 0 -1 0 -12 -40 -7

% Difference 26.5 3.4 -9.8 -5.7 -6.8 -6.2 -2.4 -0.8 0.2 -0.4 0.0 0.0 -0.8 0.4 -8.8 -31.0 -5.1

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps




SOC Category: SKILLED CRAFT ==== Subcategory: TRANSPORTATION AND MATERIAL MOVING OCCUP

| White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn

Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Disab Vets
Agency Data
# Employed 33 1 3 0 0 0 1 1 1 0 0 0 0 0 0 40 2 6 1 4
% Employed 82.5 2.5 7.5 0.0 0.0 0.0 2.5 2.5 2.5 0.0 0.0 0.0 0.0 0.0 0.0 100.0 5.0 15.0 2.5 10.0

Labor Force Standard
# Difference 15 -3 -8 -4 -3 -1 0 0 0 -1 0 0 -1 -1 -9 -17 -3

% Difference 39.2 -6.8 -19.3 -7.6 -6.3 -2.3 1.3 2.0 1.7 -0.3 0.0 0.0 -1.4 -0.3 -15.0 -30.8 -6.8

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase

Planned %
Increase

Target
Classfication(s)

Action Steps
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Execution Date : 1/2/25

Agriculture Consumer Service;Dept of Agriculture Consumer Services;Agr Tobacco Trust;Ag Finance
DEC 2024

SOC Subcategory

A;B;CE;P;Q;Y

G1

Agency staff data prior to October 2022 is compared with 2010 Census. Agency staff data from October
2022 and after is compared with 2020 Census.

Represents staff employed in agency within SOC per ethnicity and gender.

* % Expected represents percentage from NC Census data of all individuals employed or seeking
employment within SOC per ethnicity and gender.

« # Expected is calculated by multiplying the % Expected with the Agency Total # Employed within SOC
per ethnicity and gender.

* % Difference is calculated by subtracting the % Expected from the Agency % Employed.

« # Difference is calculated by subtracting the # Expected from the Agency # Employed.

Represents percentage from NC Census data of all individuals (ages 18-64 regardless of occupational
category) per ethnicity and gender. These percentages remain constant regardless of SOC.

When calculating the # Expected values, the result is ALWAYS forced to round up to the next whole
number regardless of the decimal value. Since this value represents a person, it is not logical to have a
part of a person so any decimal portion of a person will always round up to the next whole person.

* Example: A value of 2.15 will always round up to 3.

* Example: A value of 2.55 will always round up to 3.

Employment objectives are to be entered on the JOB OPENING ESTIMATES form. Once the position
openings for the next year have been estimated for each occupational category for which underutilization
has been identified (having five or more workers), employment objectives are established for each
underutilized group, by either number, percentage, or both. These objectives should be meaningful and
obtainable. The employment objective setting process must be flexible and account for various factors
that may affect the agency’s ability to recruit qualified underutilized employees in target classifications. It
also must be based on reasonable expectations of success, as outlined in the action steps.

For Agency staff data prior to October 2022, the Asian ethnicity group also includes the 'Native Hawaiian
or Pacific Islander' designation.

For Agency staff data prior to October 2022, the White ethnicity group also includes the "Two or More'
designation.




B0170: Labor Force Standard - Employee Distribution ecution Date : 1/31/24
by SOC Subcateqory as of DEC 2023 Based on 2020 Census

Agriculture Consumer Services

SOC Category: OFFICIALS AND ADMINISTRATORS ==== Subcategory: OFFICIALS AND ADMINISTRATORS
‘ White| White Black Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI NHPI Two+ Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Fem Mnrt| Disab Vets
Agency Data
# Employed 58 36 3 4 1 1 0 4 0 0 0 0 0 0 0 107 45 13 5 6
% Employed 54.2 33.6 2.8 3.7 0.9 0.9 0.0 3.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 421 12.1 4.7 5.6

Labor Force Standard

# Expected 52 32 7 8 4 2 2 2 1 1 0 0 1 1 45 27 10
% Expected 47.8 29.9 5.7 7.2 3.0 1.7 1.8 1.0 0.3 0.3 0.0 0.0 0.7 0.6 40.1 21.0 9.3
# Difference 6 4 -4 -4 -3 -1 -2 2 -1 -1 0 0 -1 -1 0 -14 -5
% Difference 6.4 3.7 -2.9 -3.5 -2.1 -0.8 -1.8 2.7 -0.3 -0.3 0.0 0.0 -0.7 -0.6 2.0 -8.9 -4.6

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: MANAGEMENT RELATED ==== Subcategory: BUSINESS SPECIALISTS, INCL PURCHASING

White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Fem Mnrt| Disab Vets
Agency Data
# Employed 33 48 ) 5 0 0 0 1 0 0 0 0 0 0 0 92 54 11 4 5
% Employed 35.9 52.2 5.4 5.4 0.0 0.0 0.0 1.1 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 58.7 12.0 4.3 5.4

Labor Force Standard

# Expected 36 33 6 10 3 2 2 2 1 1 0 0 1 1 48 27 9
% Expected 38.9 35.8 6.1 10.2 23 2.1 1.3 1.6 0.3 0.2 0.0 0.0 0.6 0.6 49.9 241 9.3
# Difference -3 15 -1 -5 -3 -2 -2 -1 -1 -1 0 0 -1 -1 6 -16 -5
% Difference -3.0 16.4 -0.7 -4.8 -2.3 -2.1 -1.3 -0.5 -0.3 -0.2 0.0 0.0 -0.6 -0.6 8.8 -12.1 -5.0

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: MANAGEMENT RELATED ==== Subcategory: HR, TRAINING AND LABOR RELATIONS SPEC

White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Two+ Two+ Ethn
Male Fem Male Fem Male Fem Male Fem Male Fem Male Male Fem Unk Total Disab Vets
Agency Data
# Employed 0 5 1 4 0 0 0 0 0 0 0 0 0 0 0 10 9 5 1 0
% Employed 0.0 50.0 10.0 40.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 90.0 50.0 10.0 0.0

Labor Force Standard

# Expected 2 5 1 2 1 1 1 1 1 1 0 0 1 1 10 9 1
% Expected 19.9 44 .4 6.5 20.0 1.2 3.7 0.7 1.3 0.1 0.4 0.0 0.0 0.5 1.2 69.8 33.9 9.3
# Difference -2 0 0 2 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -1 -4 0
% Difference -19.9 5.6 3.5 20.0 -1.2 -3.7 -0.7 -1.3 -0.1 -0.4 0.0 0.0 -0.5 -1.2 20.2 16.1 0.7

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: MANAGEMENT RELATED ==== Subcategory: FINANCE SPECIALISTS

White| White Black| Black Hisp Hisp| Asian| Asian Two+ Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Fem Unk Total Mnrt| Disab Vets
Agency Data
# Employed 2 5 0 1 1 0 0 0 0 0 0 0 0 0 0 9 6 2 0 1
% Employed 22.2 55.6 0.0 11.1 11.1 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 66.7 22.2 0.0 11.1

Labor Force Standard

# Expected 4 3 1 2 1 1 1 1 1 1 0 0 1 1 8 9 1
% Expected 42.2 32.7 5.3 11.6 1.7 1.3 1.4 1.8 0.2 0.4 0.0 0.0 0.7 0.8 47.8 23.7 9.3
# Difference -2 2 -1 -1 0 -1 -1 -1 -1 -1 0 0 -1 -1 -2 -7 -1
% Difference -20.0 22.9 -5.3 -0.5 9.4 -1.3 -1.4 -1.8 -0.2 -0.4 0.0 0.0 -0.7 -0.8 18.9 -1.5 -9.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: MANAGEMENT RELATED ==== Subcategory: MARKETING OCCUPATIONS

White| White Black| Black Hisp Hisp| Asian| Asian AIAN Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Male Unk Total Fem Mnrt| Disab Vets
Agency Data
# Employed 0 3 0 0 0 0 0 0 0 0 0 0 0 0 0 3 3 0 0 0
% Employed 0.0 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 100.0 0.0 0.0 0.0

Labor Force Standard

# Expected 2 2 1 1 1 1 1 1 1 1 1 0 1 1 6 8 1
% Expected 39.7 36.1 5.3 7.9 1.7 1.6 3.0 2.3 0.3 0.2 0.1 0.0 0.9 0.8 48.1 22.3 9.3
# Difference -2 1 -1 -1 -1 -1 -1 -1 -1 -1 -1 0 -1 -1 -3 -8 -1
% Difference -39.7 63.9 -5.3 -7.9 -1.7 -1.6 -3.0 -2.3 -0.3 -0.2 -0.1 0.0 -0.9 -0.8 51.9 -22.3 -9.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROFESSIONALS ==== Subcategory: COMPUTER AND MATHEMATICAL OCCUPATIONS

‘ White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Mnrt| Disab Vets
Agency Data
# Employed 99 11 1 1 1 0 1 4 0 0 0 0 0 0 0 118 16 8 5 5
% Employed 83.9 9.3 0.8 0.8 0.8 0.0 0.8 3.4 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 13.6 6.8 4.2 4.2
Labor Force Standard
# Expected 58 20 10 6 4 2 14 5 1 1 0 0 2 1 34 43 11
% Expected 48.9 16.3 7.7 4.9 3.1 0.9 11.4 4.1 0.2 0.2 0.0 0.0 1.5 0.7 26.4 32.5 9.3
# Difference 41 -9 -9 -5 -3 -2 -13 -1 -1 -1 0 0 -2 -1 -18 -35 -6
% Difference 35.0 -7.0 -6.9 -4.1 -2.3 -0.9 -10.6 -0.7 -0.2 -0.2 0.0 0.0 -1.5 -0.7 -12.8 -25.7 -5.1
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROFESSIONALS ==== Subcategory: ARCHITECTURE AND ENGINEERING OCCUPATIONS

‘ White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Two+ Two+ Ethn
Male Fem Male Fem Male Fem Male Fem Male Fem Male Male Fem Unk Total Disab Vets
Agency Data
# Employed 6 3 0 1 0 0 0 2 0 0 0 0 0 0 0 12 6 3 3 1
% Employed 50.0 25.0 0.0 8.3 0.0 0.0 0.0 16.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 50.0 25.0 25.0 8.3
Labor Force Standard
# Expected 9 2 1 1 1 1 1 1 1 1 0 0 1 1 6 8 2
% Expected 70.0 10.4 5.1 1.9 24 0.8 5.9 1.9 0.2 0.1 0.0 0.0 1.0 0.2 15.1 18.3 9.3
# Difference -3 1 -1 0 -1 -1 -1 1 -1 -1 0 0 -1 -1 0 -5 1
% Difference -20.0 14.6 -5.1 6.4 -2.4 -0.8 -5.9 14.8 -0.2 -0.1 0.0 0.0 -1.0 -0.2 34.9 6.7 15.7
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROFESSIONALS ==== Subcategory: LIFE, PHYSICAL AND SOCIAL SCIENCE OCCUP

‘ 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 123 58 6 3 0 2 7 8 1 0 0 0 0 0 0 208 71 27 7 7
% Employed 59.1 27.9 2.9 1.4 0.0 1.0 3.4 3.8 0.5 0.0 0.0 0.0 0.0 0.0 0.0 100.0 34.1 13.0 3.4 3.4
Labor Force Standard
# Expected 77 78 8 12 3 3 14 12 1 1 0 0 3 3 106 54 20
% Expected 36.9 37.3 35 5.3 1.3 1.3 6.3 55 0.3 0.2 0.0 0.0 1.1 1.1 49.6 237 9.3
# Difference 46 -20 -2 -9 -3 -1 -7 -4 0 -1 0 0 -3 -3 -35 -27 -13
% Difference 22.2 -9.4 -0.6 -3.9 -1.3 -0.3 -2.9 -1.7 0.2 -0.2 0.0 0.0 -1.1 -1.1 -15.5 -10.7 -5.9
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROFESSIONALS ==== Subcategory: COMMUNITY, SOC SERV AND RELIGIOUS OCCUP

‘ White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Mnrt| Disab Vets
Agency Data
# Employed 8 1 0 0 0 0 0 0 0 0 0 0 0 0 0 6 1 0 0 0
% Employed 83.3 16.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 16.7 0.0 0.0 0.0
Labor Force Standard
# Expected 2 3 1 2 1 1 1 1 1 1 0 0 1 1 8 9 1
% Expected 25.8 38.3 8.0 20.4 1.4 25 0.6 0.4 0.4 0.9 0.0 0.0 0.4 0.9 62.5 34.6 9.3
# Difference 3 -2 -1 -2 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -7 -9 -1
% Difference 57.5 -21.6 -8.0 -20.4 -1.4 -2.5 -0.6 -0.4 -0.4 -0.9 0.0 0.0 -0.4 -0.9 -45.8 -34.6 -9.3
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROFESSIONALS ==== Subcategory: LEGAL OCCUPATIONS

White| White Black| Black Hisp Hisp| Asian| Asian Ethn Tot
Male Fem Male Fem Male Fem Male Fem Unk Total Mnrt| Disab Vets
Agency Data
# Employed 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 2 0 0 0 0
% Employed 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0

Labor Force Standard

# Expected 1 1 1 1 1 1 1 1 1 1 0 0 1 1 5 8 1
% Expected 36.8 44.2 3.9 7.1 1.1 3.6 0.6 1.1 0.1 0.3 0.0 0.0 0.3 1.1 56.3 17.8 9.3
# Difference 1 -1 -1 -1 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -5 -8 -1
% Difference 63.2 -44.2 -3.9 -7.1 -1.1 -3.6 -0.6 -1.1 -0.1 -0.3 0.0 0.0 -0.3 -1.1 -56.3 -17.8 -9.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROFESSIONALS ==== Subcategory: EDUCATION, TRAINING AND LIBRARY OCCUP

‘ 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 2 0 0 0 0 0 0 0 0 0 0 0 0 0 4 2 0 0 0
% Employed 50.0 50.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 50.0 0.0 0.0 0.0
Labor Force Standard
# Expected 1 3 1 1 1 1 1 1 1 1 0 0 1 1 7 8 1
% Expected 18.3 54.4 3.8 14.9 0.8 25 1.1 1.6 0.1 0.7 0.0 0.0 0.4 1.2 74.1 25.5 9.3
# Difference 1 -1 -1 -1 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -5 -8 -1
% Difference 31.7 -4.4 -3.8 -14.9 -0.8 -2.5 -1.1 -1.6 -0.1 -0.7 0.0 0.0 -0.4 -1.2 -24.1 -25.5 -9.3
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROFESSIONALS ==== Subcategory: ARTS, DESIGN, ENTERTAIN AND MEDIA OCCUP

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 Vets
Agency Data
# Employed 7 9 0 0 0 0 0 0 0 0 0 0 0 0 0 16 9 0 1 0
% Employed 43.8 56.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 56.3 0.0 6.3 0.0

Labor Force Standard

# Expected 7 7 2 1 1 1 1 1 1 1 0 0 1 1 11 9 2
% Expected 39.6 39.8 6.4 4.7 2.6 3.3 1.0 1.0 0.1 0.2 0.0 0.0 0.7 0.7 49.0 19.3 9.3
# Difference 0 2 -2 -1 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -2 -9 -1
% Difference 4.2 16.5 -6.4 -4.7 -2.6 -3.3 -1.0 -1.0 -0.1 -0.2 0.0 0.0 -0.7 -0.7 7.3 -19.3 -3.0

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROFESSIONALS ==== Subcategory: HEALTHCARE PRACTITIONERS

White| White| Black| Black Hisp Hisp| Asian| Asian Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Unk Total Fem Mnrt| Disab Vets
Agency Data
# Employed 9 15 0 2 0 0 1 0 0 0 0 0 0 0 0 27 17 3 0 2
% Employed 33.3 55.6 0.0 7.4 0.0 0.0 3.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 63.0 11.1 0.0 7.4

Labor Force Standard

# Expected 9 13 1 2 1 1 1 1 1 1 0 0 1 1 18 9 3
% Expected 31.6 47.4 2.8 6.5 1.2 2.1 2.8 3.1 0.2 0.4 0.0 0.0 0.6 1.2 59.5 19.1 9.3
# Difference 0 2 -1 0 -1 -1 0 -1 -1 -1 0 0 -1 -1 -1 -6 -3
% Difference 1.7 8.2 -2.8 0.9 -1.2 -2.1 0.9 -3.1 -0.2 -0.4 0.0 0.0 -0.6 -1.2 3.5 -8.0 -9.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: TECHNICIANS AND TECHNOLOGISTS

==== Subcategory: HEALTH TECHNOLOGISTS

‘ White| White Black| Black Hisp| Asian| Asian AIAN AIAN Ethn Tot
Male Fem Male Fem Fem Male Fem Male Fem Unk Total Mnrt| Disab Vets
Agency Data
# Employed 8 20 0 3 0 0 0 0 0 0 0 0 0 0 0 31 23 3 1 0
% Employed 25.8 64.5 0.0 9.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 74.2 9.7 3.2 0.0
Labor Force Standard
# Expected 4 17 2 7 1 1 1 1 1 1 0 0 1 1 27 15 3
% Expected 11.4 52.3 4.9 221 1.1 2.4 1.0 2.0 0.2 0.8 0.0 0.0 0.4 14 79.6 34.5 9.3
# Difference 4 3 -2 -4 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -4 -12 -2
% Difference 14.4 12.2 -4.9 -12.4 -1.1 -2.4 -1.0 -2.0 -0.2 -0.8 0.0 0.0 -0.4 -1.4 -5.4 -24.8 -6.1
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 491 33.9 9.3




SOC Category: TECHNICIANS AND TECHNOLOGISTS ==== Subcategory: DRAFTERS, ENGINEERING & MAPPING TECHNOL

White| White Black| Black Hisp| Asian| Asian AIAN AIAN NHPI NHPI Two+ Two+ Ethn Tot Tot
Male Fem Male Fem Fem Male Fem Male Fem Male Fem Male Fem Unk Total Mnrt Disab Vets
Agency Data
# Employed 6 7 1 1 0 0 0 0 0 0 0 0 0 0 0 15 8 2 0 0
% Employed 40.0 46.7 6.7 6.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 53.3 13.3 0.0 0.0

Labor Force Standard

# Expected 10 2 2 1 1 1 1 1 1 0 0 0 1 1 5 8 2
% Expected 64.6 13.2 10.6 4.0 3.2 0.8 1.4 0.2 0.5 0.0 0.0 0.0 1.4 0.1 18.2 20.7 9.3
# Difference -4 5 -1 0 -1 -1 -1 -1 -1 0 0 0 -1 -1 3 -6 -2
% Difference -24.6 33.5 -3.9 2.7 -3.2 -0.8 -1.4 -0.2 -0.5 0.0 0.0 0.0 -1.4 -0.1 35.1 -7.4 -9.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: TECHNICIANS AND TECHNOLOGISTS ==== Subcategory: LIFE, PHYSICAL & SOCIAL SCIENCE TECHNOL

White| White Black| Black Hisp| Asian| Asian AIAN AIAN NHPI NHPI Two+ Ethn Tot
Male Fem Male Fem Fem Male Fem Male Fem Male Fem Male Unk Total Mnrt Disab Vets
Agency Data
# Employed 63 19 5 5 0 1 4 1 0 0 0 0 0 0 0 98 26 16 1 2
% Employed 64.3 19.4 5.1 5.1 0.0 1.0 4.1 1.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 26.5 16.3 1.0 2.0

Labor Force Standard

# Expected 38 28 9 13 3 4 2 3 1 1 0 0 1 1 49 36 10
% Expected 38.1 28.0 8.4 13.2 2.6 3.3 1.6 2.1 0.7 0.5 0.0 0.0 0.9 0.6 471 324 9.3
# Difference 25 -9 -4 -8 -3 -3 2 -2 -1 -1 0 0 -1 -1 -23 -20 -9
% Difference 26.2 -8.6 -3.3 -8.1 -2.6 -2.3 2.5 -1.1 -0.7 -0.5 0.0 0.0 -0.9 -0.6 -20.6 -16.1 -8.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: ADMINISTRATIVE SUPPORT ==== Subcategory: ADMINISTRATIVE SUPPORT SUPERVISORS

White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Mnrt| Disab Vets
Agency Data
# Employed 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 1 0 0 0 0
% Employed 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0

Labor Force Standard

# Expected 1 1 1 1 1 1 1 1 1 1 0 1 1 1 5 8 1
% Expected 26.7 47.0 7.3 11.0 2.0 24 0.9 0.8 0.1 0.2 0.0 0.1 0.3 1.2 61.4 24.7 9.3
# Difference 0 -1 -1 -1 -1 -1 -1 -1 -1 -1 0 -1 -1 -1 -5 -8 -1
% Difference 73.3 -47.0 -7.3 -11.0 -2.0 -2.4 -0.9 -0.8 -0.1 -0.2 0.0 -0.1 -0.3 -1.2 -61.4 -24.7 -9.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: ADMINISTRATIVE SUPPORT ==== Subcategory: ADMINISTRATIVE SUPPORT OCCUPATIONS

White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Two+ Ethn Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Male Fem Unk Total Mnrt| Disab Vets
Agency Data
# Employed 26 131 1 23 0 4 0 1 0 2 0 0 0 1 0 189 162 32 11 3
% Employed 13.8 69.3 0.5 12.2 0.0 2.1 0.0 0.5 0.0 1.1 0.0 0.0 0.0 0.5 0.0 100.0 85.7 16.9 5.8 1.6

Labor Force Standard

# Expected 28 98 12 35 3 8 1 & 1 2 0 1 1 & 146 65 18
% Expected 14.5 51.5 6.0 18.5 1.4 3.8 0.5 1.1 0.1 0.7 0.0 0.1 0.4 1.2 75.6 321 9.3
# Difference -2 33 -11 -12 -3 -4 -1 -2 -1 0 0 -1 -1 -2 16 -33 -7
% Difference -0.7 17.8 -5.5 -6.3 -1.4 -1.7 -0.5 -0.6 -0.1 0.4 0.0 -0.1 -0.4 -0.7 10.1 -15.2 -3.5

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROTECTIVE SERVICES ==== Subcategory: PROTECTIVE SERVICES SUPERVISORS

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 0 0 0 0 0 0 0 0 0 0 0 0 0 0 2 0 0 0 0
% Employed 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0

Labor Force Standard

# Expected 2 1 1 1 1 1 1 0 1 1 0 0 1 1 4 7 1
% Expected 60.8 10.7 13.9 7.0 24 0.2 1.4 0.0 0.4 0.6 0.0 0.0 0.8 1.6 18.5 259 9.3
# Difference 0 -1 -1 -1 -1 -1 -1 0 -1 -1 0 0 -1 -1 -4 -7 -1
% Difference 39.2 -10.7 -13.9 -7.0 -2.4 -0.2 -1.4 0.0 -0.4 -0.6 0.0 0.0 -0.8 -1.6 -18.5 -25.9 -9.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: PROTECTIVE SERVICES ==== Subcategory: PROTECTIVE SERVICES OCCUPATIONS

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 78 1 4 1 0 0 0 0 2 0 0 0 0 0 1 87 2 7 6 6
% Employed 89.7 1.1 4.6 1.1 0.0 0.0 0.0 0.0 2.3 0.0 0.0 0.0 0.0 0.0 1.1 100.0 2.3 8.0 6.9 6.9

Labor Force Standard

# Expected 48 11 15 7 3 1 1 1 1 1 0 1 2 1 21 30 9
% Expected 54.9 12.0 16.8 8.0 3.3 1.1 0.6 0.2 1.0 0.3 0.0 0.1 1.3 0.4 21.6 31.3 9.3
# Difference 30 -10 -11 -6 -3 -1 -1 -1 1 -1 0 -1 -2 -1 -19 -23 -3
% Difference 34.8 -10.9 -12.2 -6.9 -3.3 -1.1 -0.6 -0.2 1.3 -0.3 0.0 -0.1 -1.3 -0.4 -19.3 -23.3 -2.4

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SERVICE ==== Subcategory: SERVICE SUPERVISORS

White| White| Black| Black Hisp Hisp| Asian| Asian Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Unk Total Mnrt| Disab Vets
Agency Data
# Employed 3 1 1 0 0 0 1 0 0 0 0 0 0 0 0 6 1 2 0 0
% Employed 50.0 16.7 16.7 0.0 0.0 0.0 16.7 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 16.7 33.3 0.0 0.0

Labor Force Standard

# Expected 3 2 1 1 1 1 1 1 1 1 1 0 1 1 6 8 1
% Expected 371 24.0 11.9 10.3 6.7 3.4 24 1.2 0.5 0.4 0.1 0.0 0.7 1.5 39.3 36.8 9.3
# Difference 0 -1 0 -1 -1 -1 0 -1 -1 -1 -1 0 -1 -1 -5 -6 -1
% Difference 12.9 -7.3 4.8 -10.3 -6.7 -3.4 14.3 -1.2 -0.5 -0.4 -0.1 0.0 -0.7 -1.5 -22.6 -3.5 -9.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SERVICE ==== Subcategory: HEALTHCARE SUPPORT OCCUPATIONS

‘ White| White| Black| Black Hisp Hisp| Asian| Asian Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Unk Total Fem Mnrt| Disab Vets
Agency Data
# Employed 0 4 0 0 0 0 0 1 0 0 0 0 0 0 0 5 5 1 0 1
% Employed 0.0 80.0 0.0 0.0 0.0 0.0 0.0 20.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 100.0 20.0 0.0 20.0
Labor Force Standard
# Expected 1 3 1 2 1 1 1 1 1 1 0 0 1 1 8 9 1
% Expected 59 45.0 4.4 35.8 0.4 3.7 0.2 1.0 0.1 1.5 0.0 0.0 0.2 1.7 87.0 471 9.3
# Difference -1 1 -1 -2 -1 -1 -1 0 -1 -1 0 0 -1 -1 -3 -8 -1
% Difference -5.9 35.0 -4.4 -35.8 -0.4 -3.7 -0.2 19.0 -0.1 -1.5 0.0 0.0 -0.2 -1.7 13.0 -27.1 -9.3
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SERVICE

==== Subcategory: FOOD AND BEVERAGE OCCUPATIONS

‘ White| White| Black| Black Hisp Hisp| Asian| Asian Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Unk Total Fem Mnrt| Disab Vets
Agency Data
# Employed 11 16 1 2 0 0 0 0 0 1 0 0 0 0 0 31 19 4 2 1
% Employed 35.5 51.6 3.2 6.5 0.0 0.0 0.0 0.0 0.0 3.2 0.0 0.0 0.0 0.0 0.0 100.0 61.3 12.9 6.5 3.2
Labor Force Standard
# Expected 7 11 4 4 3 3 1 1 1 1 1 0 1 1 20 18 3
% Expected 20.8 33.2 11.5 12.5 7.0 8.1 1.3 1.5 0.4 0.6 0.1 0.0 1.3 1.7 55.9 42.9 9.3
# Difference 4 5 -3 -2 -3 -3 -1 -1 -1 0 -1 0 -1 -1 -1 -14 -1
% Difference 14.7 18.4 -8.3 -6.0 -7.0 -8.1 -1.3 -1.5 -0.4 2.6 -0.1 0.0 -1.3 -1.7 5.4 -30.0 -2.8
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SERVICE ==== Subcategory: BUILDING AND GROUNDS OCCUPATIONS

White| White Black| Black Hisp Hisp| Asian| Asian AIAN Ethn Tot
Male Fem Male Fem Male Fem Male Fem Male Unk Total Mnrt| Disab Vets
Agency Data
# Employed 0 0 0 0 3 0 0 0 0 0 0 0 0 0 0 3 0 3 0 0
% Employed 0.0 0.0 0.0 0.0 100.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 100.0 0.0 0.0

Labor Force Standard

# Expected 1 1 1 1 1 1 1 1 1 1 0 1 1 1 5 8 1
% Expected 31.3 15.3 15.2 1.7 11.3 10.6 0.9 0.7 0.7 0.6 0.0 0.1 1.0 0.6 38.9 51.7 9.3
# Difference -1 -1 -1 -1 2 -1 -1 -1 -1 -1 0 -1 -1 -1 -5 -5 -1
% Difference -31.3 -15.3 -15.2 -11.7 88.7 -10.6 -0.9 -0.7 -0.7 -0.6 0.0 -0.1 -1.0 -0.6 -38.9 48.3 -9.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SKILLED CRAFT ==== Subcategory: SKILLED CRAFT SUPERVISORS

White| White| Black| Black Hisp Hisp| Asian| Asian Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Unk Total Fem Mnrt| Disab Vets
Agency Data
# Employed 27 0 3 2 0 0 1 0 1 0 0 0 0 0 0 34 2 7 1 3
% Employed 79.4 0.0 8.8 5.9 0.0 0.0 2.9 0.0 2.9 0.0 0.0 0.0 0.0 0.0 0.0 100.0 5.9 20.6 2.9 8.8

Labor Force Standard

# Expected 22 3 5 2 3 1 1 1 1 1 0 0 1 1 8 15 4
% Expected 63.6 8.2 12.3 3.8 7.3 1.2 0.8 0.3 1.1 0.2 0.0 0.0 0.8 0.2 13.7 27.0 9.3
# Difference 5 -3 -2 0 -3 -1 0 -1 0 -1 0 0 -1 -1 -6 -8 -3
% Difference 15.8 -8.2 -3.5 2.1 -7.3 -1.2 2.1 -0.3 1.8 -0.2 0.0 0.0 -0.8 -0.2 -7.8 -6.4 -6.4

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SKILLED CRAFT ==== Subcategory: FARMING, FISHING & FORESTRY OCCUPATIONS

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 Vets
Agency Data
# Employed 280 63 2 3 2 0 0 2 1 0 0 0 4 0 0 357 68 14 11 18
% Employed 78.4 17.6 0.6 0.8 0.6 0.0 0.0 0.6 0.3 0.0 0.0 0.0 1.1 0.0 0.0 100.0 19.0 3.9 3.1 5.0

Labor Force Standard

# Expected 122 20 31 9 131 35 2 2 6 1 0 0 3 1 67 217 34
% Expected 34.0 55 8.6 24 36.5 9.7 0.3 0.5 1.6 0.1 0.0 0.0 0.6 0.1 18.2 59.7 9.3
# Difference 158 43 -29 -6 -129 -35 -2 0 -5 -1 0 0 1 -1 1 -203 -23
% Difference 44.4 12.1 -8.0 -1.6 -35.9 -9.7 -0.3 0.1 -1.3 -0.1 0.0 0.0 0.5 -0.1 0.8 -55.8 -6.2

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SKILLED CRAFT ==== Subcategory: CONSTRUCTION AND EXTRACTION OCCUPATIONS

White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn Tot Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Fem Mnrt| Disab Vets
Agency Data
# Employed 2 0 0 0 0 0 2 0 0 0 0 0 0 0 0 4 0 2 0 0
% Employed 50.0 0.0 0.0 0.0 0.0 0.0 50.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 0.0 50.0 0.0 0.0

Labor Force Standard

# Expected 3 1 1 1 2 1 1 1 1 1 0 0 1 0 5 9 1
% Expected 52.3 2.0 10.1 0.3 299 1.5 0.6 0.1 1.8 0.1 0.0 0.0 1.2 0.0 4.0 44 .4 9.3
# Difference -1 -1 -1 -1 -2 -1 1 -1 -1 -1 0 0 -1 0 -5 -7 -1
% Difference -2.3 -2.0 -10.1 -0.3 -29.9 -1.5 49.4 -0.1 -1.8 -0.1 0.0 0.0 -1.2 0.0 -4.0 5.6 -9.3

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SKILLED CRAFT ==== Subcategory: INSTALLATION, MAINTENANCE & REPAIR OCCUP

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 Vets
Agency Data
# Employed 70 1 3 2 3 1 6 0 0 0 0 0 0 0 0 86 4 15 4 5
% Employed 81.4 1.2 3.5 2.3 3.5 1.2 7.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 4.7 17.4 4.7 5.8

Labor Force Standard

# Expected 62 2 11 2 8 1 1 1 1 0 0 0 2 1 6 25 8
% Expected 7.7 2.3 12.2 1.2 8.5 0.4 1.1 0.1 1.1 0.0 0.0 0.0 1.3 0.1 4.0 24.6 9.3
# Difference 8 -1 -8 0 -5 0 5 -1 -1 0 0 0 -2 -1 -2 -10 -4
% Difference 9.7 -1.1 -8.7 1.1 -5.0 0.8 5.9 -0.1 -1.1 0.0 0.0 0.0 -1.3 -0.1 0.7 -7.2 -4.6

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SKILLED CRAFT ==== Subcategory: PRODUCTION OCCUPATIONS

White| White Black| Black Hisp Hisp| Asian| Asian Ethn Tot
Male Fem Male Fem Male Fem Male Fem Unk Total Mnrt| Disab Vets
Agency Data
# Employed 84 19 10 9 1 0 0 1 1 0 0 0 0 1 0 126 30 23 4 10
% Employed 66.7 15.1 7.9 7.1 0.8 0.0 0.0 0.8 0.8 0.0 0.0 0.0 0.0 0.8 0.0 100.0 23.8 18.3 3.2 7.9

Labor Force Standard

# Expected 46 19 21 16 10 8 4 3 1 1 0 0 2 1 47 64 12
% Expected 36.0 14.9 16.5 12.4 7.6 6.2 24 1.6 0.6 0.4 0.0 0.0 0.8 0.4 35.5 47.7 9.3
# Difference 38 0 -11 -7 -9 -8 -4 -2 0 -1 0 0 -2 0 -17 -41 -8
% Difference 30.7 0.2 -8.6 -5.3 -6.8 -6.2 2.4 -0.8 0.2 -0.4 0.0 0.0 -0.8 0.4 -11.7 -29.4 -6.1

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3




SOC Category: SKILLED CRAFT ==== Subcategory: TRANSPORTATION AND MATERIAL MOVING OCCUP

White| White Black| Black Hisp Hisp| Asian| Asian AIAN AIAN NHPI Ethn Tot
Male Fem Male Fem Male Fem Male Fem Male Fem Male Unk Total Mnrt| Disab Vets
Agency Data
# Employed 34 1 2 0 1 0 1 1 1 0 0 0 0 0 0 41 2 6 3 5
% Employed 82.9 2.4 4.9 0.0 2.4 0.0 2.4 2.4 2.4 0.0 0.0 0.0 0.0 0.0 0.0 100.0 4.9 14.6 7.3 12.2

Labor Force Standard

# Expected 18 4 11 4 3 1 1 1 1 1 0 0 1 1 11 23 4
% Expected 43.3 9.3 26.8 7.6 6.3 2.3 1.2 0.5 0.8 0.3 0.0 0.0 1.4 0.3 20.0 45.8 9.3
# Difference 16 -3 -9 -4 -2 -1 0 0 0 -1 0 0 -1 -1 -9 -17 -1
% Difference 39.6 -6.9 -21.9 -7.6 -3.9 -2.3 1.2 1.9 1.6 -0.3 0.0 0.0 -1.4 -0.3 -15.1 -31.2 -2.0

N.C. Population (Information Purposes Only)

% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3
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B0170: Labor Force Standard - Agency Total (All Occupations)

as of DEC 2023 Based on 2020 Census

Agriculture Consumer Services

ecution Date :

1/31/24

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

Male Fem Male Fem Fem Male Fem Male Fem Fem Male Unk Total Mnrt Disab Vets
Agency Data
# Employed 1,041 479 49 72 13 9 24 26 7 3 0 0 4 2 1 1,730 591 209 70 81
% Employed 60.2 27.7 2.8 4.2 0.8 0.5 1.4 1.5 0.4 0.2 0.0 0.0 0.2 0.1 0.1 100.0 34.2 12.1 4.0 4.7
Labor Force Standard
# Expected 582 533 167 198 96 59 30 25 9 9 0 0 14 14 824 593 161
% Expected 33.6 30.8 9.6 11.4 5.5 3.4 1.7 1.4 0.5 0.5 0.0 0.0 0.8 0.8 47.5 34.0 9.3
# Difference 459 -54 -118 -126 -83 -50 -6 1 -2 -6 0 0 -10 -12 -233 -384 -91
% Difference 26.6 -3.1 -6.8 -7.2 -4.7 -2.9 -0.3 0.1 -0.1 -0.3 0.0 0.0 -0.6 -0.7 -13.3 -21.9 -5.3
N.C. Population (Information Purposes Only)
% Expected 31.5 31.6 9.8 11.1 4.6 4.2 1.5 1.6 0.5 0.6 0.0 0.0 1.5 1.5 49.1 33.9 9.3
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SOC Category: PROFESSIONALS ==== Subcategory: ARTS, DESIGN, ENTERTAIN AND MEDIA OCCUP

‘ White| White Black Black Hisp Hisp| Asian Asian AIAN AIAN Ethn Nat
Male Fem Male Fem Male Fem Male Fem Male Fem Unk Total Disab Vets| Guard

Agency Data

# Employed 7 9 0 0 0 0 0 0 0 0 0 0 0 0 0 16 9 0 1 0 0

% Employed 43.8 56.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 56.3 0.0 6.3 0.0 0.0

Labor Force Standard
# Difference 0 2 -2 -1 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -2 -9 -1

% Difference 4.2 16.5 -6.4 -4.7 -2.6 -3.3 -1.0 -1.0 -0.1 -0.2 0.0 0.0 -0.7 -0.7 7.3 -19.3 -3.0

Employment Objectives: Using SOC Subcategory

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

Planned #
Increase 1

Planned %
Increase

Target
Classfication(s) Marketing Suppervisor;

Action Steps Research, post and hire Sponsorship supervisor;




Report Info

Prompt Input

Organizational Unit
Calendar Month/Year
EEO Job Category View

Employee Group(s)

Exclude Employee
Subgroup

Report Content

Census Comparison

Agency Data

Labor Force Standard

N.C. Population

NOTE:

Calculation of # Expected
values corresponding to
Census percentages

Job Opening Estimates
Form

Asian

White




Execution Date : 1/31/24

Agriculture Consumer Service
DEC 2023

SOC Subcategory
A;B;C;E;P;Q;Y

G1

Agency staff data prior to October 2022 is compared with 2010 Census. Agency staff data from October
2022 and after is compared with 2020 Census.

Represents staff employed in agency within SOC per ethnicity and gender.

* % Expected represents percentage from NC Census data of all individuals employed or seeking
employment within SOC per ethnicity and gender.

« # Expected is calculated by multiplying the % Expected with the Agency Total # Employed within SOC
per ethnicity and gender.

* % Difference is calculated by subtracting the % Expected from the Agency % Employed.

« # Difference is calculated by subtracting the # Expected from the Agency # Employed.

Represents percentage from NC Census data of all individuals (ages 18-64 regardless of occupational
category) per ethnicity and gender. These percentages remain constant regardless of SOC.

When calculating the # Expected values, the result is ALWAYS forced to round up to the next whole
number regardless of the decimal value. Since this value represents a person, it is not logical to have a
part of a person so any decimal portion of a person will always round up to the next whole person.

* Example: A value of 2.15 will always round up to 3.

* Example: A value of 2.55 will always round up to 3.

Employment objectives are to be entered on the JOB OPENING ESTIMATES form. Once the position
openings for the next year have been estimated for each occupational category for which underutilization
has been identified (having five or more workers), employment objectives are established for each
underutilized group, by either number, percentage, or both. These objectives should be meaningful and
obtainable. The employment objective setting process must be flexible and account for various factors
that may affect the agency’s ability to recruit qualified underutilized employees in target classifications. It
also must be based on reasonable expectations of success, as outlined in the action steps.

For Agency staff data prior to October 2022, the Asian ethnicity group also includes the 'Native Hawaiian
or Pacific Islander' designation.

For Agency staff data prior to October 2022, the White ethnicity group also includes the "Two or More'
designation.




B0038: Employee Headcount by Orqg Structure as of 12/2024

SPA EPA
Personnel Area Org Unit Org Unit Desc Employee Group Employee Subgroup Employees Employees
Agriculture Consumer Dept of Agriculture Consumer
Services 20000012 Services SPA Employees FT N-FLSAOT Perm 2
Dept of Agriculture Consumer
20000012 Services SPA Employees FT S-FLSAOT Perm 2
Dept of Agriculture Consumer
20000012 Services EPA Employees FT EPA 1
Dept of Agriculture Consumer
20000012 Services Supplemental Staff Temp FT S-FLSAOT
AGR STATISTICS COMPOSITION
20000169 LEADER Supplemental Staff Federal
20001335 Agr Legal Affairs SPA Employees FT N-FLSAOT Perm 3
20001335 Agr Legal Affairs SPA Employees FT S-FLSAOT Perm 1
20001335 Agr Legal Affairs Supplemental Staff Temp FT S-FLSAOT
20001336 Agr Public Affairs SPA Employees FT N-FLSAOT Perm 2
20001336 Agr Public Affairs SPA Employees FT S-FLSAOT Perm 3
20001336 Agr Public Affairs SPA Employees FT S-FLSAOT Prob 1
20001337 Agr Budget & Finance SPA Employees FT N-FLSAOT Perm 4
20001338 Agr B&F Controller SPA Employees FT N-FLSAOT Perm 2

20001338 Agr B&F Controller SPA Employees FT N-FLSAOT Prob 1



20001338

20001340

20001341

20001341

20001342

20001342

20001343

20001343

20001343

20001344

20001344

20001344

20001345

20001345

20001346

20001346

20001346

Agr B&F Controller

Agr B&F Accts Payable

Agr B&F Purchasing

Agr B&F Purchasing

Agr Statistics

Agr Statistics

Agr B&F Payroll

Agr B&F Payroll

Agr B&F Payroll

Agr Human Resources

Agr Human Resources

Agr Human Resources

Agr Mkt Agribusiness Dev

Agr Mkt Agribusiness Dev

Agr WNC Farmers Market

Agr WNC Farmers Market

Agr WNC Farmers Market

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

10



20001346

20001347

20001347

20001347

20001348

20001348

20001348

20001348

20001349

20001349

20001349

20001349

20001350

20001350

20001350

20001351

20001352

Agr WNC Farmers Market

Agr Mkt Farmers Mkt - Charlotte

Agr Mkt Farmers Mkt - Charlotte

Agr Mkt Farmers Mkt - Charlotte

Agr Mkt Farmers Mkt - Sen Bob
Martin EAC

Agr Mkt Farmers Mkt - Sen Bob
Martin EAC

Agr Mkt Farmers Mkt - Sen Bob
Martin EAC

Agr Mkt Farmers Mkt - Sen Bob
Martin EAC

Agr Mkt Farmers Mkt - Piedmont
Triad

Agr Mkt Farmers Mkt - Piedmont
Triad

Agr Mkt Farmers Mkt - Piedmont
Triad

Agr Mkt Farmers Mkt - Piedmont
Triad

Agr Mkt International

Agr Mkt International

Agr Mkt International

Agr Mkt Ind Dev Market News

Agr Marketing Retail

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Prob

FT S-FLSAOT Perm

FT N-FLSAOT Perm

11



20001352

20001353

20001353

20001353

20001353

20001354

20001354

20001355

20001355

20001356

20001356

20001356

20001358

20001358

20001359

20001359

20001359

Agr Marketing Retail

Agr Mkt Farmers Mkt - Southeastern

AC

Agr Mkt Farmers Mkt - Southeastern

AC

Agr Mkt Farmers Mkt - Southeastern

AC

Agr Mkt Farmers Mkt - Southeastern

AC

Agr Mkt Agr Mkt Centers

Agr Mkt Agr Mkt Centers

Agr Marketing

Agr Marketing

Agr Mkt Grain Coop Grading

Agr Mkt Grain Coop Grading

Agr Mkt Grain Coop Grading

Agr Mkt Livestock

Agr Mkt Livestock

Agr Mkt Farmers Mkt - Raleigh

Agr Mkt Farmers Mkt - Raleigh

Agr Mkt Farmers Mkt - Raleigh

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob



20001359

20001360

20001360

20001360

20001360

20001362

20001362

20001362

20001362

20001363

20001363

20001364

20001364

20001364

20001365

20001365

20001365

Agr Mkt Farmers Mkt - Raleigh

Agr WNC Ag Center & Mtn Fair

Agr WNC Ag Center & Mtn Fair

Agr WNC Ag Center & Mtn Fair

Agr WNC Ag Center & Mtn Fair

Agr Mkt Fruits/Veg Coop Grading

Agr Mkt Fruits/Veg Coop Grading

Agr Mkt Fruits/Veg Coop Grading

Agr Mkt Fruits/Veg Coop Grading

Agr Property & Construction

Agr Property & Construction

Agr Agronomic Services

Agr Agronomic Services

Agr Agronomic Services

Agr Agro Soil Testing

Agr Agro Soil Testing

Agr Agro Soil Testing

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

17
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20001365

20001366

20001366

20001366

20001366

20001367

20001367

20001367

20001367

20001368

20001368

20001369

20001369

20001370

20001371

20001372

20001372

Agr Agro Soil Testing

Agr Agro Plant/Waste/Solution

Agr Agro Plant/Waste/Solution

Agr Agro Plant/Waste/Solution

Agr Agro Plant/Waste/Solution

Agr Agro Nematode Assay

Agr Agro Nematode Assay

Agr Agro Nematode Assay

Agr Agro Nematode Assay

Agr Agro Field Services

Agr Agro Field Services

Agr ITS Info Center

Agr ITS Info Center

Agr ITS Info System Dev

Agr Statistics Print Shop

AgrITS

Agr TS

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm



20001373

20001373

20001374

20001374

20001375

20001376

20001376

20001376

20001376

20001377

20001377

20001377

20001378

20001379

20001379

20001379

20001379

Agr Food & Drug

Agr Food & Drug

Agr F&D - Drug Sect

Agr F&D - Drug Sect

Agr F&D Division Labs

Agr F&D Feed Sect

Agr F&D Feed Sect

Agr F&D Feed Sect

Agr F&D Feed Sect

Agr F&D Core Analytical Lab

Agr F&D Core Analytical Lab

Agr F&D Core Analytical Lab

Agr F&D Lab Quality Assurance

Agr F&D Agr Food Sect

Agr F&D Agr Food Sect

Agr F&D Agr Food Sect

Agr F&D Agr Food Sect

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT TL

FT S-FLSAOT Perm

FT S-FLSAOT TL

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT TL

FT S-FLSAOT Perm

FT S-FLSAOT Prob

10
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20001379

20001379

20001380

20001380

20001380

20001381

20001381

20001381

20001382

20001382

20001382

20001383

20001383

20001383

20001384

20001384

20001385

Agr F&D Agr Food Sect

Agr F&D Agr Food Sect

Agr F&D Wet Chemistry Lab

Agr F&D Wet Chemistry Lab

Agr F&D Wet Chemistry Lab

Agr F&D Microbiology Lab

Agr F&D Microbiology Lab

Agr F&D Microbiology Lab

Agr F&D Gas Chromatography Lab

Agr F&D Gas Chromatography Lab

Agr F&D Gas Chromatography Lab

Agr F&D IC & Prep Lab

Agr F&D IC & Prep Lab

Agr F&D IC & Prep Lab

Agr Struct Pest Cntrl & Pesticides

Agr Struct Pest Cntrl & Pesticides

Agr SPC&P License, Cert, &
Outreach

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT TL

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm



20001385

20001385

20001386

20001386

20001386

20001386

20001387

20001388

20001388

20001389

20001389

20001390

20001390

20001391

20001391

20001392

20001392

Agr SPC&P License, Cert, &
Outreach

Agr SPC&P License, Cert, &

Outreach

Agr SPC&P Pesticides

Agr SPC&P Pesticides

Agr SPC&P Pesticides

Agr SPC&P Pesticides

Agr SPC&P SPC

Agr SPC&P SPC Eastern Field

Agr SPC&P SPC Eastern Field

Agr SPC&P SPC Western Field

Agr SPC&P SPC Western Field

Agr Veterinary

Agr Veterinary

Agr Vet Animal Welfare

Agr Vet Animal Welfare

Agr Vet Animal Health Livestock

Agr Vet Animal Health Livestock

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Prob

16



20001392

20001392

20001392

20001393

20001393

20001393

20001395

20001395

20001395

20001398

20001398

20001398

20001399

20001400

20001400

20001400

20001401

Agr Vet Animal Health Livestock

Agr Vet Animal Health Livestock

Agr Vet Animal Health Livestock

Agr Vet Diagnostic Lab Rollins
Admin

Agr Vet Diagnostic Lab Rollins
Admin

Agr Vet Diagnostic Lab Rollins
Admin

Agr Vet Animal Health Poultry
Agr Vet Animal Health Poultry
Agr Vet Animal Health Poultry

Agr Vet Diagnostic Lab Rollins
Virology

Agr Vet Diagnostic Lab Rollins
Virology

Agr Vet Diagnostic Lab Rollins
Virology

Agr Vet Diagnostic Lab Rollins AD
Agr Vet Lab Bateriology

Agr Vet Lab Bateriology

Agr Vet Lab Bateriology

Agr Vet Lab Serology

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT S-FLSAOT TL Prob

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT TL

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

12
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20001401

20001402

20001402

20001403

20001403

20001404

20001404

20001405

20001405

20001405

20001405

20001407

20001407

20001408

20001409

20001409

20001410

Agr Vet Lab Serology

Agr Vet Rollins Lab Molecular
Diagnostic

Agr Vet Rollins Lab Molecular
Diagnostic

Agr Vet Diagnostic Lab Elkin
Agr Vet Diagnostic Lab Elkin

Agr Vet Diagnostic Lab Rollins
QAQC

Agr Vet Diagnostic Lab Rollins

QAQC

Agr Vet Diagnostic Lab Arden

Agr Vet Diagnostic Lab Arden

Agr Vet Diagnostic Lab Arden

Agr Vet Diagnostic Lab Arden

Agr Vet Diagnostic Lab Monroe

Agr Vet Diagnostic Lab Monroe

Agr Meat & Poultry

Agr M&P Food Comp

Agr M&P Food Comp

Agr M & P Field Inspectors Area |

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm



20001410

20001411

20001411

20001411

20001412

20001412

20001412

20001413

20001413

20001413

20001414

20001414

20001415

20001415

20001415

20001416

20001416

Agr M & P Field Inspectors Area |

Agr M & P Field Inspectors Area Il

Agr M & P Field Inspectors Area Il

Agr M & P Field Inspectors Area Il

Agr M & P Field Inspectors Area V

Agr M & P Field Inspectors Area V

Agr M & P Field Inspectors Area V

Agr M & P Field Inspectors Area VI

Agr M & P Field Inspectors Area VI

Agr M & P Field Inspectors Area VI

Agr M & P Field Inspectors Area VI

Agr M & P Field Inspectors Area VII

Agr M & P Field Inspectors Area VIl

Agr M & P Field Inspectors Area VIII

Agr M & P Field Inspectors Area VIl

Agr M & P Field Inspectors Area IV

Agr M & P Field Inspectors Area IV

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

10



20001416

20001417

20001417

20001417

20001418

20001418

20001418

20001419

20001419

20001419

20001420

20001420

20001420

20001421

20001421

20001422

20001422

Agr M & P Field Inspectors Area IV

Agr M & P Field Inspectors Area IX

Agr M & P Field Inspectors Area IX

Agr M & P Field Inspectors Area IX

Agr M & P Field Inspectors Area lll

Agr M & P Field Inspectors Area llI

Agr M & P Field Inspectors Area lll

Agr Standards Lab

Agr Standards Lab

Agr Standards Lab

Agr Standards

Agr Standards

Agr Standards

Agr Standards Motor Fuels Lab Pers

Agr Standards Motor Fuels Lab Pers

Agr Standards motor Fuels Field
Pers

Agr Standards motor Fuels Field
Pers

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm



20001422

20001424

20001424

20001424

20001425

20001425

20001425

20001426

20001427

20001427

20001428

20001428

20001428

20001429

20001429

20001429

20001430

Agr Standards motor Fuels Field
Pers

Agr Plant Industry Admin & Op
Support

Agr Plant Industry Admin & Op
Support

Agr Plant Industry Admin & Op
Support

Agr PID S&F NC Seed Lab
Agr PID S&F NC Seed Lab
Agr PID S&F NC Seed Lab

Agr PID Plant Protection
Conservation Pr

Agr PID Tech, Scientific & Prog
Support

Agr PID Tech, Scientific & Prog
Support

Agr PID PP Field Services Central
Agr PID PP Field Services Central
Agr PID PP Field Services Central
Agr Research Stations

Agr Research Stations

Agr Research Stations

Agr RS Cunningham/Lower Coastal,

Caswell

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm



20001430

20001430

20001431

20001431

20001431

20001431

20001432

20001432

20001433

20001433

20001433

20001434

20001434

20001434

20001434

20001435

20001435

Agr RS Cunningham/Lower Coastal,
Caswell

Agr RS Cunningham/Lower Coastal,

Caswell

Agr RS Cherry

Agr RS Cherry

Agr RS Cherry

Agr RS Cherry

Agr RS Border Belt Tobacco

Agr RS Border Belt Tobacco

Agr Rs Horticultural Crops

Agr Rs Horticultural Crops

Agr Rs Horticultural Crops

Agr RS Mountain

Agr RS Mountain

Agr RS Mountain

Agr RS Mountain

Agr Rs Oxford Tobacco

Agr Rs Oxford Tobacco

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

13



20001435

20001436

20001436

20001437

20001437

20001437

20001437

20001438

20001438

20001438

20001439

20001439

20001439

20001440

20001440

20001440

20001440

Agr Rs Oxford Tobacco

Agr Rs Peanut Belt

Agr Rs Peanut Belt

Agr RS Tidewater

Agr RS Tidewater

Agr RS Tidewater

Agr RS Tidewater

Agr Rs Upper Coastal Plain

Agr Rs Upper Coastal Plain

Agr Rs Upper Coastal Plain

Agr Rs Upper Mountain

Agr Rs Upper Mountain

Agr Rs Upper Mountain

Agr RS Piedmont

Agr RS Piedmont

Agr RS Piedmont

Agr RS Piedmont

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Prob

12

17



20001440

20001441

20001441

20001441

20001442

20001442

20001442

20001443

20001443

20001443

20001444

20001444

20001444

20001444

20001445

20001445

20001446

Agr RS Piedmont

Agr Food Distribution

Agr Food Distribution

Agr Food Distribution

Agr Food Distribution Warehouse
Butner

Agr Food Distribution Warehouse
Butner

Agr Food Distribution Warehouse
Butner

Agr Food Distribution Warehse
Salisbury

Agr Food Distribution Warehse
Salisbury

Agr Food Distribution Warehse
Salisbury

Agr Finance Authority

Agr Finance Authority

Agr Finance Authority

Agr Finance Authority

Agr State Fair

Agr State Fair

Agr SF Event Services

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

EPA Employees

SPA Employees

SPA Employees

SPA Employees

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAOT Prob

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

PT N-FLSAOT Perm

FT EPA

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

14



20001446

20001446

20001447

20001447

20001447

20001447

20001447

20001449

20001449

20001449

20001451

20001451

20001452

20011898

20011898

20011898

20011899

Agr SF Event Services

Agr SF Event Services

Agr SF Security

Agr SF Security

Agr SF Security

Agr SF Security

Agr SF Security

Agr Emergency Programs

Agr Emergency Programs

Agr Emergency Programs

Agr Emergency Programs IT

Agr Emergency Programs IT

Agr Tobacco Trust

Agr Administration

Agr Administration

Agr Administration

Agr Agricultural Services

SPA Employees
Supplemental Staff
SPA Employees
SPA Employees

SPA Law
Enforcement

SPA Law

Enforcement

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

EPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT EPA

FT N-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm



20011899

20011900

20011904

20011904

20011912

20011912

20011912

20011912

20011912

20011913

20011913

20011938

20011938

20011938

20011938

20011938

20011941

Agr Agricultural Services

Agr Consumer Protection

Agr Mkt Admin & Budget Support

Agr Mkt Admin & Budget Support

Agr Mkt Media & Communications

Agr Mkt Media & Communications

Agr Mkt Media & Communications

Agr Mkt Media & Communications

Agr Mkt Media & Communications

Agr Mkt Farmers Mkt & Mtn Fair

Agr Mkt Farmers Mkt & Mtn Fair

Agr PID Plant Protection

Agr PID Plant Protection

Agr PID Plant Protection

Agr PID Plant Protection

Agr PID Plant Protection

Agr PID Biocontrol & Apiary Serv

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT TL Prob

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT S-FLSAOT TL Prob

FT N-FLSAOT Perm



20011941

20011947

20011947

20011949

20011949

20012444

20012444

20012445

20012445

20012445

20013871

20013875

20013875

20013876

20013877

20013878

20013878

Agr PID Biocontrol & Apiary Serv
Agr SF Business Services
Agr SF Business Services

Agr SF OPS Facility & Grounds
Maint

Agr SF OPS Facility & Grounds

Maint

Agr Small Farms

Agr Small Farms

Agr Farmland Preservation

Agr Farmland Preservation

Agr Farmland Preservation

Agr SPC&P Environ Toxicology

Agr M&P Region 2

Agr M&P Region 2

Agr M&P Region 1

Agr Standards Weights & Meas

Agr Standards Motor Fuels

Agr Standards Motor Fuels

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm



20013879

20013879

20013879

20013880

20013880

20013881

20013881

20013882

20013882

20013882

20013883

20013883

20013884

20013884

20013885

20013885

21000745

Agr Standards Metrology

Agr Standards Metrology

Agr Standards Metrology

Agr Standards Liquified Gas

Agr Standards Liquified Gas

Agr Standards Weights & Meas
Area 1

Agr Standards Weights & Meas
Area 1

Agr Standards Weights & Meas
Area 2

Agr Standards Weights & Meas
Area 2

Agr Standards Weights & Meas
Area 2

Agr Standards Weights & Meas
Area 3

Agr Standards Weights & Meas
Area 3

Agr PID Seed & Fertilizer

Agr PID Seed & Fertilizer

Agr PID S&F Field Services West

Agr PID S&F Field Services West

Agr M&P Admin Support

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

13

10



21000745

21000746

21000747

21002375

21002375

21003003

21003003

21003003

21003925

21003925

21003926

21003927

21003927

21003927

21003928

21003928

21003929

Agr M&P Admin Support

Agr F&D Inorganic Labs

Agr F&D Organic Labs

Agr Veterinary Laboratories

Agr Veterinary Laboratories

Agr Vet Rollins Lab Histopathology

Agr Vet Rollins Lab Histopathology

Agr Vet Rollins Lab Histopathology

Agr DFR Director's Office

Agr DFR Director's Office

Agr DFR DO Deputy Director's Ofc

Agr DFR DO DDO AVIATION

Agr DFR DO DDO AVIATION

Agr DFR DO DDO AVIATION

Agr DFR DO DDO R1 Headquarters

Agr DFR DO DDO R1 Headquarters

Agr DFR DO DDO R1 HQ Kinston

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm



21003930

21003931

21003932

21003932

21003932

21003933

21003934

21003934

21003934

21003935

21003936

21003937

21003938

21003939

21003939

21003940

21003940

Agr DFR DO DDO R1
Agr DFR DO DDO R1
Bern

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

HQ Kinston1

D4 HQ New

D4 HQ

D4 HQ

D4 HQ

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Law
Enforcement

Agr DFR DO DDO R1 D4 Forest Prt SPA Employees

Agr DFR DO DDO R1

D4 Forest Mgt SPA Employees

Agr DFR DO DDO R1 D4 Forest Mgt SPA Employees

Agr DFR DO DDO R1

D4 Forest Mgt SPA Employees

Agr DFR DO DDO R1 D4 Beaufort SPA Employees

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

D4 Carteret

D4 Craven

D4 Jones

D4 Lenoir

D4 Lenoir

D4 Onslow

D4 Onslow

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Prob



21003941

21003941

21003942

21003942

21003943

21003943

21003944

21003944

21003945

21003945

21003946

21003946

21003946

21003947

21003949

21003949

21003950

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1
Ops

Agr DFR DO DDO R1
Ops

Agr DFR DO DDO R1
Agr DFR DO DDO R1
Agr DFR DO DDO R1
Agr DFR DO DDO R1
Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

D4 Pamlico

D4 Pamlico

D4 Pitt

D4 Pitt

D7 HQ

D7 HQ

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

D7 Elizbth Cty SPA Employees

D7 Elizbth Cty SPA Employees

D7 Elizbth

D7 Elizbth

D7 Bertie

D7 Bertie

D7 Bertie

D7 Camden

D7 Currituck

D7 Currituck

D7 Gates

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT S-FLSAOT Perm



21003951

21003952

21003953

21003953

21003955

21003955

21003956

21003957

21003957

21003958

21003958

21003960

21003960

21003960

21003962

21003962

21003963

Agr DFR DO DDO R1 D7 Hertford
Agr DFR DO DDO R1 D7 Martin

Agr DFR DO DDO R1 D7
Pasquotank

Agr DFR DO DDO R1 D7
Pasquotank

Agr DFR DO DDO R1 D8 HQ
Agr DFR DO DDO R1 D8 HQ

AGR DFR R1 D8 Equipment
Maintenance

Agr DFR DO DDO R1 D8
Operations

Agr DFR DO DDO R1 D8

Operations

Agr DFR DO DDO R1 D8 Whiteville

Agr DFR DO DDO R1 D8 Whiteville

Agr DFR DO DDO R1 D8 Bladen

Agr DFR DO DDO R1 D8 Bladen

Agr DFR DO DDO R1 D8 Bladen

Agr DFR DO DDO R1 D8 Columbus

Agr DFR DO DDO R1 D8 Columbus

Agr DFR DO DDO R1 D8 Duplin

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT S-FLSAOT Perm



21003963

21003964

21003965

21003965

21003966

21003967

21003967

21003968

21003969

21003969

21003970

21003970

21003971

21003972

21003973

21003973

21003974

Agr DFR DO DDO R1 D8 Duplin

Agr DFR DO DDO R1 D8 Pender

Agr DFR DO DDO R1 D8 Bruns NH
Zone

Agr DFR DO DDO R1 D8 Bruns NH
Zone

Agr DFR DO DDO FM Turnball
Creek ESF

Agr DFR DO DDO R1 D13 HQ

Agr DFR DO DDO R1 D13 HQ

Agr DFR DO DDO R1 D13 Fairfield

Agr DFR DO DDO R1 D13 Dare

Agr DFR DO DDO R1 D13 Dare

Agr DFR DO DDO R1 D13 Hyde

Agr DFR DO DDO R1 D13 Hyde

Agr DFR DO DDO R1 D13 Tyrrell

Agr DFR DO DDO R1 D13
Washington

Agr DFR DO DDO R1 D13 Dare
Bomb

Agr DFR DO DDO R1 D13 Dare
Bomb

Agr DFR DO DDO FP Forest Prot
SO

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm



21003975

21003975

21003976

21003976

21003977

21003977

21003977

21003978

21003978

21003979

21003979

21003979

21003980

21003980

21003981

21003982

21003982

Agr DFR DO DDO FP Pest Ctrl MO
Agr DFR DO DDO FP Pest Ctrl MO

Agr DFR DO DDO AVIATION
Central

Agr DFR DO DDO AVIATION

Central

Agr DFR DO DDO AVIATION East

Agr DFR DO DDO AVIATION East

Agr DFR DO DDO AVIATION East

Agr DFR DO DDO AVIATION Maint

Agr DFR DO DDO AVIATION Maint

Agr DFR DO DDO AVIATION West

Agr DFR DO DDO AVIATION West

Agr DFR DO DDO AVIATION West

Agr DO DDO ADM IEO

Agr DO DDO ADM IEO

Agr DFR DO DDO FP Fire Control

Agr DFR DO DDO FP Fire Cont LE

Agr DFR DO DDO FP Fire Cont LE

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Law
Enforcement

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm



21003982

21003983

21003983

21003984

21003984

21003984

21003986

21003986

21003987

21003988

21003988

21003989

21003990

21003991

21003991

21003992

21003992

Agr DFR DO DDO FP Fire Cont LE

Agr DFR DO DDO R2 Headquarters

Agr DFR DO DDO R2 Headquarters

Agr DFR DO DDO R2 D3 HQ

Agr DFR DO DDO R2 D3 HQ

Agr DFR DO DDO R2 D3 HQ

Agr DFR DO DDO R2 D3 Forest
Mgmt

Agr DFR DO DDO R2 D3 Forest
Mgmt

Agr DFR DO DDO R2 D3 Anson
Agr DFR DO DDO R2 D3 Chatham
Agr DFR DO DDO R2 D3 Chatham
Agr DFR DO DDO R2 D3 Lee

Agr DFR DO DDO R2 D3
Montgomery

Agr DFR DO DDO R2 D3 Moore
Agr DFR DO DDO R2 D3 Moore

Agr DFR DO DDO R2 D3 Richmond

Agr DFR DO DDO R2 D3 Richmond

SPA Law
Enforcement

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Law

Enforcement

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

Supplemental Staff

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm

Temp FT S-FLSAOT



21003993

21003994

21003995

21003996

21003996

21003997

21003997

21003997

21003998

21003999

21004000

21004001

21004002

21004002

21004003

21004004

21004005

Agr DFR DO DDO R2 D3 Scotland

Agr DFR DO DDO R2 D3 Stanly

Agr DFR DO DDO R2 D3 Jordan
Lake

Agr DFR DO DDO R2 D5 HQ

Agr DFR DO DDO R2 D5 HQ

Agr DFR DO DDO R2 D5 Forest
Mgmt

Agr DFR DO DDO R2 D5 Forest
Mgmt

Agr DFR DO DDO R2 D5 Forest
Mgmt

Agr DFR DO DDO R2 D5 Forest
Prot

Agr DFR DO DDO R2 D5
Edgecombe

Agr DFR DO DDO R2 D5 Franklin
Agr DFR DO DDO R2 D5 Greene
Agr DFR DO DDO R2 D5 Halifax
Agr DFR DO DDO R2 D5 Halifax
Agr DFR DO DDO R2 D5 Nash
Agr DFR DO DDO R2 D5

Northampton

Agr DFR DO DDO R2 D5 Warren

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm



21004006

21004007

21004008

21004008

21004009

21004009

21004010

21004010

21004010

21004011

21004011

21004012

21004013

21004014

21004015

21004015

21004015

Agr DFR DO DDO R2 D5 Wayne

Agr DFR DO DDO R2 D5 Wilson

Agr DFR DO DDO R2 D6 HQ

Agr DFR DO DDO R2 D6 HQ

Agr DFR DO DDO R2 D6 Forest
Mgmt

Agr DFR DO DDO R2 D6 Forest
Mgmt

Agr DFR DO DDO R2 D6
Cumberland

Agr DFR DO DDO R2 D6
Cumberland

Agr DFR DO DDO R2 D6

Cumberland

Agr DFR DO DDO R2 D6 Harnett

Agr DFR DO DDO R2 D6 Harnett

Agr DFR DO DDO R2 D6 Hoke

Agr DFR DO DDO R2 D6 Johnston

Agr DFR DO DDO R2 D6 Robeson

Agr DFR DO DDO R2 D6 Sampson

Agr DFR DO DDO R2 D6 Sampson

Agr DFR DO DDO R2 D6 Sampson

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAQOT Prob

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAOT Prob

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

Temp FT S-FLSAOT



21004016

21004016

21004017

21004017

21004017

21004018

21004018

21004019

21004019

21004020

21004020

21004021

21004021

21004022

21004022

21004023

21004023

Agr DFR DO DDO R2 D6
Clemmons Ed

Agr DFR DO DDO R2 D6

Clemmons Ed

Agr DFR DO DDO R2 D10 HQ

Agr DFR DO DDO R2 D10 HQ

Agr DFR DO DDO R2 D10 HQ

Agr DFR DO DDO R2 D10 FP

Agr DFR DO DDO R2 D10 FP

Agr DFR DO DDO R2 D10 FM

Agr DFR DO DDO R2 D10 FM

Agr DFR DO DDO R2 D10 Davidson

Agr DFR DO DDO R2 D10 Davidson

Agr DFR DO DDO R2 D10 Davie

Agr DFR DO DDO R2 D10 Davie

Agr DFR DO DDO R2 D10
Randolph

Agr DFR DO DDO R2 D10
Randolph

Agr DFR DO DDO R2 D10
Rockingham

Agr DFR DO DDO R2 D10
Rockingham

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Law
Enforcement

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Prob



21004024

21004025

21004025

21004025

21004026

21004027

21004028

21004029

21004029

21004029

21004031

21004031

21004031

21004031

21004032

21004033

21004033

Agr DFR DO DDO R2 D10 Rowan

Agr DFR DO DDO R2 D10 Stokes

Agr DFR DO DDO R2 D10 Stokes

Agr DFR DO DDO R2 D10 Stokes

Agr DFR DO DDO R2 D10 Surry

Agr DFR DO DDO R2 D10 Yadkin

Agr DFR DO DDO R2 D10 Forsyth

Agr DFR DO DDO R2 D11 HQ

Agr DFR DO DDO R2 D11 HQ

Agr DFR DO DDO R2 D11 HQ

Agr DFR DO DDO R2 D11 Forest
Mgt

Agr DFR DO DDO R2 D11 Forest
Mgt

Agr DFR DO DDO R2 D11 Forest
Mgt

Agr DFR DO DDO R2 D11 Forest
Mgt

Agr DFR DO DDO R2 D11
Alamance

Agr DFR DO DDO R2 D11 Caswell

Agr DFR DO DDO R2 D11 Caswell

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Prob

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob



21004034

21004035

21004035

21004036

21004037

21004039

21004040

21004040

21004041

21004042

21004042

21004043

21004043

21004043

21004044

21004045

21004045

Agr DFR DO DDO R2 D11 Durham

Agr DFR DO DDO R2 D11 Granville

Agr DFR DO DDO R2 D11 Granville

Agr DFR DO DDO R2 D11 Orange

Agr DFR DO DDO R2 D11 Person

Agr DFR DO DDO R2 D11 Wake

Agr DFR DO DDO R3 Headquarters

Agr DFR DO DDO R3 Headquarters

Agr DFR DO DDO R3 HQ Asheville

Agr DFR DO DDO R3 HQ
Crossnore

Agr DFR DO DDO R3 HQ
Crossnore

Agr DFR DO DDO R3 D1 HQ

Agr DFR DO DDO R3 D1 HQ

Agr DFR DO DDO R3 D1 HQ

Agr DFR DO DDO R3 D1 HQ For
Mgmt

Agr DFR DO DDO R3 D1
Buncombe

Agr DFR DO DDO R3 D1
Buncombe

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob



21004045

21004046

21004047

21004047

21004048

21004049

21004049

21004049

21004050

21004050

21004052

21004052

21004054

21004054

21004054

21004055

21004056

Agr DFR DO DDO R3 D1
Buncombe

Agr DFR DO DDO R3 D9 Cherokee

Agr DFR DO DDO R3 D9 Graham

Agr DFR DO DDO R3 D9 Graham

Agr DFR DO DDO R3 D9 Haywood

Agr DFR DO DDO R3 D9 Jackson

Agr DFR DO DDO R3 D9 Jackson

Agr DFR DO DDO R3 D9 Jackson

Agr DFR DO DDO R3 D1 Madison

Agr DFR DO DDO R3 D1 Madison

Agr DFR DO DDO R3 D1
Transylvania

Agr DFR DO DDO R3 D1
Transylvania

Agr DFR DO DDO R3 D1
Henderson

Agr DFR DO DDO R3 D1
Henderson

Agr DFR DO DDO R3 D1
Henderson

Agr DFR DO DDO R3 D1 Polk

Agr DFR DO DDO R3 D1 Yancey

Supplemental Staff

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

Supplemental Staff

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

Supplemental Staff

Temp FT S-FLSAOT

FT S-FLSAQOT Prob

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

Temp FT S-FLSAOT

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

Temp FT S-FLSAOT

FT S-FLSAOT Perm

Temp FT S-FLSAOT



21004057

21004057

21004057

21004058

21004058

21004058

21004059

21004060

21004061

21004062

21004062

21004063

21004064

21004065

21004065

21004066

21004067

Agr DFR DO DDO R3 D2 HQ
Agr DFR DO DDO R3 D2 HQ
Agr DFR DO DDO R3 D2 HQ

Agr DFR DO DDO R3 D2 Forest
Mgmt

Agr DFR DO DDO R3 D2 Forest
Mgmt

Agr DFR DO DDO R3 D2 Forest

Mgmt

Agr DFR DO DDO R3 D2 Alleghany

Agr DFR DO DDO R3 D2 Ashe

Agr DFR DO DDO R3 D2 Burke

Agr DFR DO DDO R3 D2 Caldwell

Agr DFR DO DDO R3 D2 Caldwell

Agr DFR DO DDO R3 D2 Wilkes

Agr DFR DO DDO R3 D2 Tuttle Esf

Agr DFR DO DDO R3 D2 Alexander

Agr DFR DO DDO R3 D2 Alexander

Agr DFR DO DDO R3 D2 Avery

Agr DFR DO DDO R3 D2 Watauga

SPA Employees

SPA Employees

SPA Law

Enforcement

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAOT Perm



21004067

21004068

21004068

21004070

21004070

21004070

21004071

21004072

21004072

21004074

21004074

21004075

21004075

21004076

21004076

21004076

21004077

Agr DFR DO DDO R3 D2 Watauga

Agr DFR DO DDO R3 D9 HQ

Agr DFR DO DDO R3 D9 HQ

AGR AS SWC DO NPS Cost Share

AGR AS SWC DO NPS Cost Share

AGR AS SWC DO NPS Cost Share

Agr AS SWC CREP

Agr AS SWC Engineering Svs East

Agr AS SWC Engineering Svs East

AGR AS SWC Admin Support

AGR AS SWC Admin Support

Agr DFR DO DDO R3 D9 Macon

Agr DFR DO DDO R3 D9 Macon

Agr DFR DO DDO R3 D9 Sylva
Equip

Agr DFR DO DDO R3 D9 Sylva
Equip

Agr DFR DO DDO R3 D9 Sylva
Equip

Agr DFR DO DDO R3 D9 Clay

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Law
Enforcement

Supplemental Staff

SPA Employees

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm



21004077

21004078

21004079

21004079

21004079

21004080

21004080

21004080

21004081

21004082

21004083

21004083

21004084

21004084

21004084

21004086

21004087

Agr DFR DO DDO R3 D9 Clay

Agr DFR DO DDO R3 D9 Swain

Agr DFR DO DDO R3 D9 Sylva

Agr DFR DO DDO R3 D9 Sylva

Agr DFR DO DDO R3 D9 Sylva

Agr DFR DO DDO R3 D12 HQ

Agr DFR DO DDO R3 D12 HQ

Agr DFR DO DDO R3 D12 HQ

Agr FS R3 D12 Mecklenburg &
Cabarrus

Agr DFR DO DDO R3 D12 Union

Agr DFR DO DDO R3 D12 Forest
Mgt

Agr DFR DO DDO R3 D12 Forest
Mgt

Agr DFR DO DDO R3 D12
Rutherford

Agr DFR DO DDO R3 D12
Rutherford

Agr DFR DO DDO R3 D12
Rutherford

Agr DFR DO DDO R3 D12 Catawba

Agr DFR DO DDO R3 D12
Cleveland

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Law

Enforcement

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Prob

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAOT Perm



21004088

21004089

21004090

21004091

21004091

21004092

21004092

21004092

21004093

21004093

21004093

21004093

21004094

21004094

21004095

21004096

21004096

Agr DFR DO DDO R3 D12 Gaston

Agr DFR DO DDO R3 D12 Iredell

Agr DFR DO DDO R3 D12 Lincoln

Agr DFR DO DDO R3 D12 Mtn
Island

Agr DFR DO DDO R3 D12 Mtn
Island

Agr DFR DO DDO R3 HQ Bridge

Agr DFR DO DDO R3 HQ Bridge

Agr DFR DO DDO R3 HQ Bridge

Agr DFR DO DDO R3 HQ Dupont
MO

Agr DFR DO DDO R3 HQ Dupont
MO

Agr DFR DO DDO R3 HQ Dupont
MO

Agr DFR DO DDO R3 HQ Dupont
MO

Agr DFR DO DDO R3 HQ Dupont

Agr DFR DO DDO R3 HQ Dupont

Agr DFR DO DDO FM Forest Mgmt
SO

Agr DFR DO DDO FM Urban
Forestry

Agr DFR DO DDO FM Urban
Forestry

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Prob

14



21004097

21004098

21004098

21004099

21004099

21004100

21004101

21004101

21004102

21004102

21004102

21004103

21004103

21004104

21004104

21004105

21004106

Agr DFR DO DDO FM Dev Plan/Util  SPA Employees

Agr DFR DO DDO FM NonPt

Source SPA Employees

Agr DFR DO DDO FM NonPt

Source SPA Employees

Agr DFR DO DDO FM Nursery MO  SPA Employees

Agr DFR DO DDO FM Nursery MO  SPA Employees

Agr DFR DO DDO FM NRS

Operations SPA Employees

Agr DFR DO DDO FM NRS Ti SPA Employees
Agr DFR DO DDO FM NRS Ti SPA Employees
Agr DFR DO DDO FM NRS Claridge SPA Employees
Agr DFR DO DDO FM NRS Claridge SPA Employees

Agr DFR DO DDO FM NRS Claridge SPA Employees
Agr DFR DO DDO FM NRS

Morganton SPA Employees
Agr DFR DO DDO FM NRS
Morganton SPA Employees

Agr DFR DO DDO FM Bladen Lake SPA Employees

Agr DFR DO DDO FM Bladen Lake SPA Employees

Agr DFR DO DDO FM Bladen Lake1 SPA Employees

Agr DFR DO DDO FM Stewardship SPA Employees

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm



21004106

21004107

21004107

21004107

21004107

21004108

21004108

21004109

21004109

21004111

21004111

21004112

21004112

21004112

21004113

21004114

21004114

Agr DFR DO DDO FM Stewardship

Agr DFR DO DDO ADM Supv Ofc

Agr DFR DO DDO ADM Supv Ofc

Agr DFR DO DDO ADM Supv Ofc

Agr DFR DO DDO ADM Supv Ofc

Agr DFR DO DDO ADM Budget

Agr DFR DO DDO ADM Budget

Agr DFR DO DDO ADM Supply

Agr DFR DO DDO ADM Supply

Agr DFR DO DDO SPA

Agr DFR DO DDO SPA

Agr DFR DO DDO SPA FIA

Agr DFR DO DDO SPA FIA

Agr DFR DO DDO SPA FIA

AGR AS Soil & Water Conservation

AGR AS SWC District Operations

AGR AS SWC District Operations

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT N-FLSAOT TL

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Prob



21004115

21004115

21004116

21004117

21004117

21004117

21004118

21004118

21004118

21004118

21004125

21004126

21004126

21004126

21004340

21004340

21004341

Agr AS SWC Environmental
Services

Agr AS SWC Environmental
Services

Agr AS SWC Engineering Services

Agr AS SWC Engineering Svs West

Agr AS SWC Engineering Svs West

Agr AS SWC Engineering Svs West

AGR AS SWC DO Non-Point
Source

AGR AS SWC DO Non-Point
Source

AGR AS SWC DO Non-Point
Source

AGR AS SWC DO Non-Point
Source

Agr F&D Dairy

Agr SPC&P Sleep Products

Agr SPC&P Sleep Products

Agr SPC&P Sleep Products

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Agr DFR DO DDO R3 HQ Asheville2 SPA Employees

Agr DFR DO DDO R3 HQ Asheville2 Supplemental Staff

Agr DFR DO DDO R2 D6 HQ
Fayette

SPA Employees

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT TL

FT S-FLSAOT Perm

FT S-FLSAQOT TL Prob

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm



21004341

21004343

21004394

21004394

21004395

21004397

21004398

21023966

21023966

21023967

21023967

21023968

21023968

21024006

21024006

21024178

21024250

Agr DFR DO DDO R2 D6 HQ
Fayette

Agr DFR DO DDO R1 HQ Kinston2
Agr DFR DO DDO R3 D1 HQ Forest

Prot

Agr DFR DO DDO R3 D1 HQ Forest

Prot

Agr DFR DO DDO FP Fire Control

GRFC

Agr DFR DO DDO R3 D1 Mitchell
Agr DFR DO DDO R3 D12 HQ Mt

Holly
Agr SF OPS Groundskeeping
Agr SF OPS Groundskeeping

Agr SF OPS Event Setup &
Custodial

Agr SF OPS Event Setup &
Custodial

Agr SF Horse Complex
Agr SF Horse Complex
Agr M&P Training Team
Agr M&P Training Team

Agr Vet Rollins Lab Pathology

Agr Internal Audit

SPA Employees

SPA Employees

SPA Employees

SPA Law

Enforcement

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Perm



21024250

21024250

21024579

21024579

21024579

21024950

21024950

21025298

21025298

21025298

21025298

21025500

21026551

21026551

21026552

21026553

21027277

Agr Internal Audit

Agr Internal Audit

Agr F&D Admin Services

Agr F&D Admin Services

Agr F&D Admin Services

Agr Agricultural Sciences Center

Agr Agricultural Sciences Center

Agr CP F&D FOOD Produce Safety

Agr CP F&D FOOD Produce Safety

Agr CP F&D FOOD Produce Safety

Agr CP F&D FOOD Produce Safety

Agr SF Market Development

Agr PID S&F Field Services East

Agr PID S&F Field Services East

Agr PID PP Field Services East

Agr PID PP Field Services West

Agr F&D Formulations Lab

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Prob

PT S-FLSAOT Student

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT TL

FT S-FLSAOT Perm

FT S-FLSAOT TL

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Perm



Agr F&D Liquid Chromatography
21027278 Lab SPA Employees FT N-FLSAOT Perm 4
21027279 Agr F&D Mycotoxin Lab SPA Employees FT N-FLSAOT Perm 2
21027279 Agr F&D Mycotoxin Lab SPA Employees FT S-FLSAOT Perm 1
21027280 Agr F&D Microanalytical Lab SPA Employees FT N-FLSAOT Perm 2
21027281 Agr F&D ICP-MS Lab SPA Employees FT N-FLSAOT Perm 1
21027281 Agr F&D ICP-MS Lab SPA Employees FT S-FLSAOT Perm 1
21027325 Agr Western Ag Programs SPA Employees FT N-FLSAOT Perm 1
21030050 Agr Assessments SPA Employees FT N-FLSAOT Perm 1
21030050 Agr Assessments SPA Employees FT S-FLSAOT Perm 1
Personnel Area - Agriculture Consumer Services 1,735 5



sution Date:1/2/25

Judicial Supplemental Number of

Employees Employees Employees




10




11







17

24 24

10







10

22
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12

13







10










13




12

17
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13
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166 1,906




EE Headcount Military & Veteran as of 12/2024

Personnel Area

Agriculture Consumer
Services

Org Unit

20001338

20001338

20001341

20001341

20001343

20001344

20001344

20001344

20001349

20001352

20001356

20001356

20001370

Org Unit Desc

Agr B&F Controller

Agr B&F Controller

Agr B&F Purchasing

Agr B&F Purchasing

Agr B&F Payroll

Agr Human Resources

Agr Human Resources

Agr Human Resources

Agr Mkt Farmers Mkt -

Piedmont Triad

Agr Marketing Retail

Agr Mkt Grain Coop Grading

Agr Mkt Grain Coop Grading

Agr ITS Info System Dev

Employee
Group

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

Supplemental
Staff

Supplemental
Staff

SPA
Employees

Employee
Subgroup

FT N-FLSAOT
Prob

FT S-FLSAOT
Perm

FT N-FLSAOT
Perm

FT N-FLSAOT
Perm

FT S-FLSAOT
Prob

FT N-FLSAOT
Perm

FT N-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Prob

FT N-FLSAOT
Perm

Temp FT S-
FLSAOT

Temp FT S-
FLSAOT

FT N-FLSAOT
Perm

Military Status

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

Inactive

Reservist

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

Veteran Status

Special
Disabled
Veteran



20001370

20001379

20001379

20001381

20001386

20001386

20001387

20001388

20001389

20001391

20001400

20001405

20001409

20001409

20001409

20001413

20001413

Agr ITS Info System Dev

Agr F&D Agr Food Sect

Agr F&D Agr Food Sect

Agr F&D Microbiology Lab

Agr SPC&P Pesticides

Agr SPC&P Pesticides

Agr SPC&P SPC

Agr SPC&P SPC Eastern
Field

Agr SPC&P SPC Western
Field

Agr Vet Animal Welfare

Agr Vet Lab Bateriology

Agr Vet Diagnostic Lab
Arden

Agr M&P Food Comp

Agr M&P Food Comp

Agr M&P Food Comp

Agr M & P Field Inspectors
Area VI

Agr M & P Field Inspectors
Area VI

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

FT N-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT TL

FT N-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Prob

FT N-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Prob

FT S-FLSAOT
Perm

FT N-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Prob

10/Not assigned
10/Not assigned
Active

10/Not assigned
10/Not assigned
10/Not assigned
10/Not assigned
10/Not assigned
10/Not assigned
10/Not assigned
Inactive
Reservist
10/Not assigned
10/Not assigned
10/Not assigned
Drilling
Reservist

10/Not assigned

10/Not assigned



20001414

20001415

20001422

20001422

20001424

20001429

20001429

20001431

20001433

20001440

20001442

20001443

20001447

20001447

20001449

20011912

Agr M & P Field Inspectors
Area VIl

Agr M & P Field Inspectors
Area VIII

Agr Standards motor Fuels
Field Pers

Agr Standards motor Fuels
Field Pers

Agr Plant Industry Admin &
Op Support

Agr Research Stations

Agr Research Stations

Agr RS Cherry

Agr Rs Horticultural Crops
Agr RS Piedmont

Agr Food Distribution
Warehouse Butner

Agr Food Distribution
Warehse Salisbury

Agr SF Security
Agr SF Security
Agr Emergency Programs

Agr Mkt Media &
Communications

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

Supplemental
Staff

SPA Law
Enforcement

Supplemental
Staff

SPA
Employees

SPA
Employees

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT N-FLSAOT
Perm

FT S-FLSAOT
Perm

FT N-FLSAOT
Perm

FT N-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

Temp FT S-
FLSAOT

FT S-FLSAOT
Perm

Temp FT S-
FLSAOT

FT N-FLSAOT
Perm

FT S-FLSAOT
Perm

10/Not assigned
10/Not assigned
10/Not assigned
Inactive
Reservist
10/Not assigned
Retired
Reservist
10/Not assigned
10/Not assigned
10/Not assigned
10/Not assigned
Retired
Reservist
10/Not assigned
10/Not assigned
Inactive
Reservist

10/Not assigned

10/Not assigned



20013876

20013880

20013880

20013880

20013882

20013883

21000747

21003927

21003927

21003938

21003943

21003944

21003944

21003962

21003965

21003968

21003973

Agr M&P Region 1

Agr Standards Liquified Gas

Agr Standards Liquified Gas

Agr Standards Liquified Gas

Agr Standards Weights &
Meas Area 2

Agr Standards Weights &
Meas Area 3

Agr F&D Organic Labs

Agr DFR DO DDO
AVIATION

Agr DFR DO DDO
AVIATION

Agr DFR DO DDO R1 D4
Jones

Agr DFR DO DDO R1 D7
HQ

Agr DFR DO DDO R1 D7
Elizbth Cty

Agr DFR DO DDO R1 D7
Elizbth Cty

Agr DFR DO DDO R1 D8
Columbus

Agr DFR DO DDO R1 D8
Bruns NH Zone

Agr DFR DO DDO R1 D13
Fairfield

Agr DFR DO DDO R1 D13
Dare Bomb

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

Supplemental
Staff

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

FT N-FLSAOT
Perm

FT N-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT N-FLSAOT
Perm

FT N-FLSAOT
Perm

Temp FT S-
FLSAOT

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Prob

FT S-FLSAOT
Prob

FT S-FLSAOT
Prob

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

Inactive

Reservist

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned



21003973

21003975

21003976

21003976

21003977

21003978

21003979

21003981

21003986

21003992

21004001

21004002

21004002

21004005

21004006

21004010

21004015

Agr DFR DO DDO R1 D13
Dare Bomb

Agr DFR DO DDO FP Pest
Ctrl MO

Agr DFR DO DDO
AVIATION Central

Agr DFR DO DDO
AVIATION Central

Agr DFR DO DDO
AVIATION East

Agr DFR DO DDO
AVIATION Maint

Agr DFR DO DDO
AVIATION West

Agr DFR DO DDO FP Fire
Control

Agr DFR DO DDO R2 D3
Forest Mgmt

Agr DFR DO DDO R2 D3
Richmond

Agr DFR DO DDO R2 D5
Greene

Agr DFR DO DDO R2 D5
Halifax

Agr DFR DO DDO R2 D5
Halifax

Agr DFR DO DDO R2 D5
Warren

Agr DFR DO DDO R2 D5
Wayne

Agr DFR DO DDO R2 D6
Cumberland

Agr DFR DO DDO R2 D6
Sampson

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

Supplemental
Staff

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

Supplemental
Staff

FT S-FLSAOT
Prob

FT N-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Prob

FT S-FLSAOT
Perm

Temp FT S-
FLSAOT

FT N-FLSAOT
Perm

FT N-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Prob

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Prob

Temp FT S-
FLSAOT

10/Not assigned
10/Not assigned
10/Not assigned
10/Not assigned
10/Not assigned
10/Not assigned
Inactive
Reservist
10/Not assigned
10/Not assigned
Inactive
Reservist
10/Not assigned
10/Not assigned
10/Not assigned
10/Not assigned
10/Not assigned
10/Not assigned

Inactive
Reservist



21004022

21004027

21004029

21004039

21004057

21004072

21004092

21004093

21004108

21004115

21004126

21026551

21026551

21027280

Agr DFR DO DDO R2 D10
Randolph

Agr DFR DO DDO R2 D10
Yadkin

Agr DFR DO DDO R2 D11
HQ

Agr DFR DO DDO R2 D11
Wake

Agr DFR DO DDO R3 D2
HQ

Agr AS SWC Engineering
Svs East

Agr DFR DO DDO R3 HQ
Bridge

Agr DFR DO DDO R3 HQ
Dupont MO

Agr DFR DO DDO ADM
Budget

Agr AS SWC Environmental
Services

Agr SPC&P Sleep Products

Agr PID S&F Field Services
East

Agr PID S&F Field Services
East

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

Supplemental
Staff

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA

Agr F&D Microanalytical Lab Employees

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Prob

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

Temp FT S-
FLSAOT

FT N-FLSAOT
Perm

FT N-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT N-FLSAOT
Perm

Active

Inactive
Reservist

Inactive
Reservist

Retired
Reservist

Drilling
Reservist

Inactive
Reservist
10/Not assigned
10/Not assigned
10/Not assigned
10/Not assigned
10/Not assigned
10/Not assigned
Inactive

Reservist

10/Not assigned



ution Date:1/2/25

Armed Spouse or
Forces Surviving
Other Recently Service Not a Spouse of Dependent of

Vietham Era Protected Separated Medal Disabled Protected Separated Retired Disabled Deceased Number of
Veteran Veteran Veteran Veteran Veteran Veteran Veteran Veteran Veteran Veteran Employees
# X # X X # # X # # 1
X # # # # # # # # # 1
# X # # # # # # # # 1
# X # # # # # # # # 1
# # # # # # X # # # 1
# X # # # # # # # # 1
# X # # # # # # # # 1
# # # # # # # # # # 1
X # # # # # # # # # 1
# # # # # X # X # # 1
# # # # # # # # # # 1
# # # # # # X # # # 1















# # X # # # # # # # 1
# # # # # # # # # # 1
# # # X # # # # # # 1
# # X # # # # # # # 1
# # # # # # # # # # 1
# X # # # # # # # # 2
# # # # # X # # # # 1
# X # # # # # # # # 1
# # # # # X # # # # 1
# X # # # # # # # # 1
# # # # # # # # # # 1
# X # # # # # # # # 1
# # # # # X # # # # 1

Personnel Area - Agriculture Consumer Services 96



Veteran Summary as of 12/2024

Veterans by Employee Group

Supplemenntal Staff (7.41 %)

Employee Group
H SPA Employees
B Supplemental Staff

Veterans by Employee Group

Suppleme
Veteran EPA Judicial ntal Number of
Status SPA Employees Employees Employees Employees Employees

m

Veterans Type




UPG\II
al
Disab

led (0] {,1-1¢ Recently Armed Forces Not a
Veteran Protected Veter Vietnam Protected Separated Service Medal Disabled Protected
Status Veteran an ERA Veteran Veteran Veteran Veteran Veteran Veteran

X 36 3 6 36 6 2 7 13
Note : Employees may have more than one Veterans Type

Additional Veteran Status

Separated Retired
Veteran Veteran

16 9

State Statute

Spouse or
Surviving

Spouse of Dependent
Disabled of Deceased
Veteran Veteran




Execution Date:1/2/25

SPA Employees (92.59 %)






Ethnic Origin as of 12/2024

Ethnic Origin

Ethnic Origin / Gender
White (Hon-Hispanic/Latino)
W Male
Female
Black or African American (H-H/L)
B Male
Female
As=ian (Non-Hispanic/Latino)
H Male
Female
American Indian or Alaskan Hative (H-HL
W Male
Female
Two or More Races (Hon-Hispanic/Latino)
W Male
Female
Hispanic/Latino
W Male
Female
10Mot assigned
B Male
Female

SPA EPA Judicial
Ethnic Origin Employees Employees Employees

1.1 %
0.42 %
0.63 %

0.94 %
0.26 %-\_\

01 % /

037 %
0.21 %
1.47T %
1.31 %
46T %

4.3 %

2718 %

Supplemental
Employees

Ethnic Origin

Male

Female




White (Non-
Hispanic/Latino)

Black or African
American (N-H/L)

Asian (Non-
Hispanic/Latino)

American Indian or
Alaskan Native (N-H/L

Two or More Races
(Non-
Hispanic/Latino)

Hispanic/Latino

10/Not assigned

White (Non-
Hispanic/Latino)

Black or African
American (N-H/L)

Asian (Non-
Hispanic/Latino)

American Indian or
Alaskan Native (N-H/L

Two or More Races
(Non-
Hispanic/Latino)

Hispanic/Latino

10/Not assigned




Execution Date:1/2/25

57.03 %






Salary Range by Gender as of 12/2024 Execution Date:1/2/25

Gender EIG I E

- SPA EPA Judicial Supplemental Number of SPA EPA Judicial Supplemental Number of

Salary Range Employees Employees Employees Employees Employees Employees Employees Employees Employees Employees

$0 -$14,999 2 2
$15,000 - $19,999 1 1
$20,000 - $24,999 6 6 1 1
$25,000 - $29,999 3 3 1 1
$30,000 - $34,999 43 43 1 19 20
$35,000 - $39,999 123 32 155 60 22 82
$40,000 - $44,999 195 8 203 108 9 117
$45,000 - $49,999 191 3 194 87 3 90
$50,000 - $54,999 149 4 153 80 2 82
$55,000 - $59,999 116 2 118 63 63
$60,000 - $64,999 88 88 59 1 60
$65,000 - $69,999 69 69 33 33
$70,000 - $74,999 43 43 19 19
$75,000 - $79,999 37 4 41 15 15
$80,000 - $84,999 28 28 14 1 15
$85,000 - $89,999 23 1 24 13 13
$90,000 - $94,999 18 18 7 7
$95,000 - $99,999 16 16 3 3
$100,000 - $104,999 7 7 17 17
$105,000 - $109,999 6 6 3 3

$110,000 - $114,999 4 4 4 4



$115,000 - $119,999
$120,000 - $124,999
$125,000 - $129,999
$130,000 - $134,999
$135,000 - $139,999

$140,000 - $999,999

2 5 5
1 5 2 2

2

3 1 1
1 1 4 4
1 13 1 1



Report Info

Prompt Input

Organizational Unit
Calendar Month/Year
Employee Group(s)
Employee Subgroup(s)

Exclude Employee Subgroup
(Contractors, National Guard)

Agriculture Consumer Service

12/2024

G1;G5




Execution Date : 1/2/25



B0038: Employee Headcount by Org Structure as of 12/2023

SPA EPA
Personnel Area Org Unit Org Unit Desc Employee Group Employee Subgroup Employees Employees
Agriculture Consumer Dept of Agriculture Consumer
Services 20000012 Services SPA Employees FT N-FLSAOT Perm 2
Dept of Agriculture Consumer
20000012 Services SPA Employees FT S-FLSAOT Perm 2
Dept of Agriculture Consumer
20000012 Services EPA Employees FT EPA 1
Dept of Agriculture Consumer
20000012 Services Supplemental Staff Temp FT S-FLSAOT
AGR STATISTICS COMPOSITION
20000169 LEADER Supplemental Staff Federal
20001335 Agr Legal Affairs SPA Employees FT N-FLSAOT Perm 2
20001335 Agr Legal Affairs SPA Employees FT S-FLSAOT Perm 1
20001335 Agr Legal Affairs Supplemental Staff Temp FT S-FLSAOT
20001336 Agr Public Affairs SPA Employees FT N-FLSAOT Perm 2
20001336 Agr Public Affairs SPA Employees FT S-FLSAOT Perm 3
20001336 Agr Public Affairs SPA Employees FT S-FLSAOT Prob 1
20001337 Agr Budget & Finance SPA Employees FT N-FLSAOT Perm 3
20001338 Agr B&F Controller SPA Employees FT N-FLSAOT Perm &

20001338 Agr B&F Controller SPA Employees FT S-FLSAOT Perm 4



20001338

20001340

20001340

20001341

20001341

20001341

20001342

20001342

20001343

20001343

20001344

20001344

20001345

20001346

20001346

20001346

20001346

Agr B&F Controller

Agr B&F Accts Payable

Agr B&F Accts Payable

Agr B&F Purchasing

Agr B&F Purchasing

Agr B&F Purchasing

Agr Statistics

Agr Statistics

Agr B&F Payroll

Agr B&F Payroll

Agr Human Resources

Agr Human Resources

Agr Mkt Agribusiness Dev

Agr WNC Farmers Market

Agr WNC Farmers Market

Agr WNC Farmers Market

Agr WNC Farmers Market

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

FT S-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

Temp FT S-FLSAOT



20001347

20001347

20001347

20001348

20001348

20001348

20001348

20001349

20001349

20001349

20001349

20001350

20001350

20001350

20001351

20001352

20001352

Agr Mkt Farmers Mkt - Charlotte

Agr Mkt Farmers Mkt - Charlotte

Agr Mkt Farmers Mkt - Charlotte

Agr Mkt Farmers Mkt - Sen Bob
Martin EAC

Agr Mkt Farmers Mkt - Sen Bob
Martin EAC

Agr Mkt Farmers Mkt - Sen Bob
Martin EAC

Agr Mkt Farmers Mkt - Sen Bob
Martin EAC

Agr Mkt Farmers Mkt - Piedmont
Triad

Agr Mkt Farmers Mkt - Piedmont
Triad

Agr Mkt Farmers Mkt - Piedmont
Triad

Agr Mkt Farmers Mkt - Piedmont
Triad

Agr Mkt International

Agr Mkt International

Agr Mkt International

Agr Mkt Ind Dev Market News

Agr Marketing Retail

Agr Marketing Retail

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT N-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Prob

14



20001352

20001353

20001353

20001354

20001354

20001355

20001355

20001355

20001356

20001356

20001356

20001358

20001358

20001359

20001359

20001359

20001359

Agr Marketing Retail

Agr Mkt Farmers Mkt - Southeastern
AC

Agr Mkt Farmers Mkt - Southeastern

AC

Agr Mkt Agr Mkt Centers

Agr Mkt Agr Mkt Centers

Agr Marketing

Agr Marketing

Agr Marketing

Agr Mkt Grain Coop Grading

Agr Mkt Grain Coop Grading

Agr Mkt Grain Coop Grading

Agr Mkt Livestock

Agr Mkt Livestock

Agr Mkt Farmers Mkt - Raleigh

Agr Mkt Farmers Mkt - Raleigh

Agr Mkt Farmers Mkt - Raleigh

Agr Mkt Farmers Mkt - Raleigh

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

Temp FT S-FLSAOT



20001360

20001360

20001360

20001360

20001362

20001362

20001362

20001362

20001363

20001364

20001364

20001364

20001365

20001365

20001365

20001366

20001366

Agr WNC Ag Center & Mtn Fair

Agr WNC Ag Center & Mtn Fair

Agr WNC Ag Center & Mtn Fair

Agr WNC Ag Center & Mtn Fair

Agr Mkt Fruits/Veg Coop Grading

Agr Mkt Fruits/Veg Coop Grading

Agr Mkt Fruits/Veg Coop Grading

Agr Mkt Fruits/Veg Coop Grading

Agr Property & Construction

Agr Agronomic Services

Agr Agronomic Services

Agr Agronomic Services

Agr Agro Soil Testing

Agr Agro Soil Testing

Agr Agro Soil Testing

Agr Agro Plant/Waste/Solution

Agr Agro Plant/Waste/Solution

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT N-FLSAOT Prob

18

12



20001366

20001366

20001366

20001367

20001367

20001367

20001368

20001369

20001369

20001370

20001370

20001370

20001371

20001372

20001372

20001373

20001373

Agr Agro Plant/Waste/Solution

Agr Agro Plant/Waste/Solution

Agr Agro Plant/Waste/Solution

Agr Agro Nematode Assay

Agr Agro Nematode Assay

Agr Agro Nematode Assay

Agr Agro Field Services

Agr ITS Info Center

Agr ITS Info Center

Agr ITS Info System Dev

Agr ITS Info System Dev

Agr ITS Info System Dev

Agr Statistics Print Shop

AgrITS

AgrITS

Agr Food & Drug

Agr Food & Drug

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAQOT Prob

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

11



20001374

20001374

20001374

20001375

20001376

20001376

20001376

20001376

20001377

20001377

20001377

20001378

20001379

20001379

20001379

20001379

20001379

Agr F&D - Drug Sect

Agr F&D - Drug Sect

Agr F&D - Drug Sect

Agr F&D Division Labs

Agr F&D Feed Sect

Agr F&D Feed Sect

Agr F&D Feed Sect

Agr F&D Feed Sect

Agr F&D Core Analytical Lab

Agr F&D Core Analytical Lab

Agr F&D Core Analytical Lab

Agr F&D Lab Quality Assurance

Agr F&D Agr Food Sect

Agr F&D Agr Food Sect

Agr F&D Agr Food Sect

Agr F&D Agr Food Sect

Agr F&D Agr Food Sect

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT TL

FT S-FLSAOT Perm

FT S-FLSAOT TL

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT TL

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT S-FLSAOT TL

10

24



20001379

20001380

20001380

20001380

20001381

20001381

20001381

20001382

20001382

20001383

20001383

20001384

20001384

20001384

20001385

20001385

20001385

Agr F&D Agr Food Sect

Agr F&D Wet Chemistry Lab

Agr F&D Wet Chemistry Lab

Agr F&D Wet Chemistry Lab

Agr F&D Microbiology Lab

Agr F&D Microbiology Lab

Agr F&D Microbiology Lab

Agr F&D Gas Chromatography Lab

Agr F&D Gas Chromatography Lab

Agr F&D IC & Prep Lab

Agr F&D IC & Prep Lab

Agr Struct Pest Cntrl & Pesticides

Agr Struct Pest Cntrl & Pesticides

Agr Struct Pest Cntrl & Pesticides

Agr SPC&P License, Cert, &
Outreach

Agr SPC&P License, Cert, &
Outreach

Agr SPC&P License, Cert, &
Outreach

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Perm



20001386

20001386

20001386

20001386

20001387

20001388

20001388

20001388

20001389

20001389

20001390

20001390

20001390

20001391

20001391

20001391

20001391

Agr SPC&P Pesticides

Agr SPC&P Pesticides

Agr SPC&P Pesticides

Agr SPC&P Pesticides

Agr SPC&P SPC

Agr SPC&P SPC Eastern Field

Agr SPC&P SPC Eastern Field

Agr SPC&P SPC Eastern Field

Agr SPC&P SPC Western Field

Agr SPC&P SPC Western Field

Agr Veterinary

Agr Veterinary

Agr Veterinary

Agr Vet Animal Welfare

Agr Vet Animal Welfare

Agr Vet Animal Welfare

Agr Vet Animal Welfare

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Prob

16



20001392

20001392

20001392

20001392

20001392

20001393

20001393

20001393

20001395

20001395

20001395

20001395

20001395

20001398

20001398

20001399

20001400

Agr Vet Animal Health Livestock

Agr Vet Animal Health Livestock

Agr Vet Animal Health Livestock

Agr Vet Animal Health Livestock

Agr Vet Animal Health Livestock

Agr Vet Diagnostic Lab Rollins
Admin

Agr Vet Diagnostic Lab Rollins
Admin

Agr Vet Diagnostic Lab Rollins
Admin

Agr Vet Animal Health Poultry
Agr Vet Animal Health Poultry
Agr Vet Animal Health Poultry
Agr Vet Animal Health Poultry
Agr Vet Animal Health Poultry

Agr Vet Diagnostic Lab Rollins
Virology

Agr Vet Diagnostic Lab Rollins
Virology

Agr Vet Diagnostic Lab Rollins AD

Agr Vet Lab Bateriology

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT S-FLSAOT TL

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT S-FLSAOT TL

FT S-FLSAOT TL Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Perm

11

13



20001400

20001401

20001401

20001402

20001402

20001403

20001403

20001403

20001404

20001405

20001405

20001407

20001407

20001407

20001408

20001409

20001409

Agr Vet Lab Bateriology
Agr Vet Lab Serology
Agr Vet Lab Serology

Agr Vet Rollins Lab Molecular
Diagnostic

Agr Vet Rollins Lab Molecular
Diagnostic

Agr Vet Diagnostic Lab Elkin
Agr Vet Diagnostic Lab Elkin
Agr Vet Diagnostic Lab Elkin
Agr Vet Diagnositc Lab Rollins
QAQC

Agr Vet Diagnostic Lab Arden
Agr Vet Diagnostic Lab Arden
Agr Vet Diagnostic Lab Monroe
Agr Vet Diagnostic Lab Monroe
Agr Vet Diagnostic Lab Monroe
Agr Meat & Poultry

Agr M&P Food Comp

Agr M&P Food Comp

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm



20001410

20001410

20001411

20001411

20001411

20001412

20001412

20001413

20001413

20001413

20001414

20001414

20001414

20001415

20001415

20001415

20001416

Agr M & P Field Inspectors Area |

Agr M & P Field Inspectors Area |

Agr M & P Field Inspectors Area Il

Agr M & P Field Inspectors Area Il

Agr M & P Field Inspectors Area Il

Agr M & P Field Inspectors Area V

Agr M & P Field Inspectors Area V

Agr M & P Field Inspectors Area VI

Agr M & P Field Inspectors Area VI

Agr M & P Field Inspectors Area VI

Agr M & P Field Inspectors Area VI

Agr M & P Field Inspectors Area VII

Agr M & P Field Inspectors Area VI

Agr M & P Field Inspectors Area VIII

Agr M & P Field Inspectors Area VIl

Agr M & P Field Inspectors Area VIII

Agr M & P Field Inspectors Area IV

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm



20001416

20001416

20001417

20001417

20001417

20001418

20001418

20001418

20001419

20001419

20001419

20001420

20001420

20001421

20001421

20001422

20001422

Agr M & P Field Inspectors Area IV

Agr M & P Field Inspectors Area IV

Agr M & P Field Inspectors Area IX

Agr M & P Field Inspectors Area IX

Agr M & P Field Inspectors Area IX

Agr M & P Field Inspectors Area llI

Agr M & P Field Inspectors Area lll

Agr M & P Field Inspectors Area llI

Agr Standards Lab

Agr Standards Lab

Agr Standards Lab

Agr Standards

Agr Standards

Agr Standards Motor Fuels Lab Pers

Agr Standards Motor Fuels Lab Pers

Agr Standards motor Fuels Field
Pers

Agr Standards motor Fuels Field
Pers

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm



20001422

20001424

20001424

20001424

20001425

20001425

20001425

20001426

20001427

20001427

20001428

20001428

20001429

20001429

20001429

20001429

20001430

Agr Standards motor Fuels Field
Pers

Agr Plant Industry Admin & Op
Support

Agr Plant Industry Admin & Op
Support

Agr Plant Industry Admin & Op
Support

Agr PID S&F NC Seed Lab
Agr PID S&F NC Seed Lab
Agr PID S&F NC Seed Lab

Agr PID Plant Protection
Conservation Pr

Agr PID Tech, Scientific & Prog
Support

Agr PID Tech, Scientific & Prog
Support

Agr PID PP Field Services Central
Agr PID PP Field Services Central
Agr Research Stations

Agr Research Stations

Agr Research Stations

Agr Research Stations

Agr RS Cunningham/Lower Coastal,

Caswell

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

Temp FT S-FLSAOT

FT N-FLSAOT Perm



20001430

20001430

20001431

20001431

20001431

20001431

20001432

20001432

20001432

20001433

20001433

20001433

20001434

20001434

20001434

20001434

20001435

Agr RS Cunningham/Lower Coastal,
Caswell

Agr RS Cunningham/Lower Coastal,

Caswell

Agr RS Cherry

Agr RS Cherry

Agr RS Cherry

Agr RS Cherry

Agr RS Border Belt Tobacco

Agr RS Border Belt Tobacco

Agr RS Border Belt Tobacco

Agr Rs Horticultural Crops

Agr Rs Horticultural Crops

Agr Rs Horticultural Crops

Agr RS Mountain

Agr RS Mountain

Agr RS Mountain

Agr RS Mountain

Agr Rs Oxford Tobacco

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

Temp FT S-FLSAOT

FT N-FLSAOT Perm

15



20001435

20001435

20001436

20001436

20001437

20001437

20001437

20001437

20001438

20001438

20001438

20001439

20001439

20001439

20001440

20001440

20001440

Agr Rs Oxford Tobacco

Agr Rs Oxford Tobacco

Agr Rs Peanut Belt

Agr Rs Peanut Belt

Agr RS Tidewater

Agr RS Tidewater

Agr RS Tidewater

Agr RS Tidewater

Agr Rs Upper Coastal Plain

Agr Rs Upper Coastal Plain

Agr Rs Upper Coastal Plain

Agr Rs Upper Mountain

Agr Rs Upper Mountain

Agr Rs Upper Mountain

Agr RS Piedmont

Agr RS Piedmont

Agr RS Piedmont

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Perm

19



20001440

20001441

20001441

20001442

20001442

20001442

20001443

20001443

20001444

20001444

20001444

20001444

20001445

20001445

20001445

20001446

20001446

Agr RS Piedmont
Agr Food Distribution
Agr Food Distribution

Agr Food Distribution Warehouse
Butner

Agr Food Distribution Warehouse
Butner

Agr Food Distribution Warehouse
Butner

Agr Food Distribution Warehse
Salisbury

Agr Food Distribution Warehse

Salisbury

Agr Finance Authority

Agr Finance Authority

Agr Finance Authority

Agr Finance Authority

Agr State Fair

Agr State Fair

Agr State Fair

Agr SF Event Services

Agr SF Event Services

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

EPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

Temp FT S-FLSAOT

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

PT N-FLSAOT Prob

FT EPA

FT N-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

13

10



20001446

20001447

20001447

20001447

20001447

20001447

20001447

20001449

20001449

20001449

20001451

20001451

20001452

20011898

20011898

20011898

20011899

Agr SF Event Services

Agr SF Security

Agr SF Security

Agr SF Security

Agr SF Security

Agr SF Security

Agr SF Security

Agr Emergency Programs

Agr Emergency Programs

Agr Emergency Programs

Agr Emergency Programs IT

Agr Emergency Programs IT

Agr Tobacco Trust

Agr Administration

Agr Administration

Agr Administration

Agr Agricultural Services

Supplemental Staff
SPA Employees
SPA Employees

SPA Law
Enforcement

SPA Law
Enforcement

SPA Law

Enforcement

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

EPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT EPA

FT N-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm



20011899

20011899

20011900

20011904

20011912

20011912

20011912

20011913

20011913

20011938

20011938

20011938

20011938

20011941

20011941

20011947

20011947

Agr Agricultural Services

Agr Agricultural Services

Agr Consumer Protection

Agr Mkt Admin & Budget Support

Agr Mkt Media & Communications

Agr Mkt Media & Communications

Agr Mkt Media & Communications

Agr Mkt Farmers Mkt & Mtn Fair

Agr Mkt Farmers Mkt & Mtn Fair

Agr PID Plant Protection

Agr PID Plant Protection

Agr PID Plant Protection

Agr PID Plant Protection

Agr PID Biocontrol & Apiary Serv

Agr PID Biocontrol & Apiary Serv

Agr SF Business Services

Agr SF Business Services

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT N-FLSAOT Prob

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT S-FLSAOT TL

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm



20011949

20012444

20012444

20012445

20012445

20012445

20013871

20013875

20013876

20013876

20013876

20013876

20013877

20013878

20013879

20013879

20013879

Agr SF OPS Facility & Grounds
Maint

Agr Small Farms

Agr Small Farms

Agr Farmland Preservation

Agr Farmland Preservation

Agr Farmland Preservation

Agr SPC&P Environ Toxicology

Agr M&P Region 2

Agr M&P Region 1

Agr M&P Region 1

Agr M&P Region 1

Agr M&P Region 1

Agr Standards Weights & Meas

Agr Standards Motor Fuels

Agr Standards Metrology

Agr Standards Metrology

Agr Standards Metrology

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Perm

FT N-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob



20013880

20013880

20013881

20013881

20013882

20013882

20013882

20013883

20013883

20013884

20013884

20013885

20013885

21000745

21000745

21000746

21000747

Agr Standards Liquified Gas

Agr Standards Liquified Gas

Agr Standards Weights & Meas
Area 1

Agr Standards Weights & Meas
Area 1

Agr Standards Weights & Meas
Area 2

Agr Standards Weights & Meas
Area 2

Agr Standards Weights & Meas
Area 2

Agr Standards Weights & Meas
Area 3

Agr Standards Weights & Meas

Area 3

Agr PID Seed & Fertilizer

Agr PID Seed & Fertilizer

Agr PID S&F Field Services West

Agr PID S&F Field Services West

Agr M&P Admin Support

Agr M&P Admin Support

Agr F&D Inorganic Labs

Agr F&D Organic Labs

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Perm

14

10

11



21002375

21003003

21003003

21003003

21003925

21003925

21003926

21003927

21003927

21003927

21003928

21003928

21003929

21003930

21003931

21003932

21003932

Agr Veterinary Laboratories

Agr Vet Rollins Lab Histopathology

Agr Vet Rollins Lab Histopathology

Agr Vet Rollins Lab Histopathology

Agr DFR Director's Office

Agr DFR Director's Office

Agr DFR DO Deputy Director's Ofc

Agr DFR DO DDO AVIATION

Agr DFR DO DDO AVIATION

Agr DFR DO DDO AVIATION

Agr DFR DO DDO R1 Headquarters

Agr DFR DO DDO R1 Headquarters

Agr DFR DO DDO R1 HQ Kinston

Agr DFR DO DDO R1 HQ Kinston1

Agr DFR DO DDO R1 D4 HQ New

Bern

Agr DFR DO DDO R1 D4 HQ

Agr DFR DO DDO R1 D4 HQ

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm



21003932

21003933

21003934

21003934

21003935

21003935

21003936

21003936

21003937

21003937

21003937

21003938

21003939

21003939

21003940

21003940

21003941

Agr DFR DO DDO R1

D4 HQ

SPA Law
Enforcement

Agr DFR DO DDO R1 D4 Forest Prt SPA Employees

Agr DFR DO DDO R1

D4 Forest Mgt SPA Employees

Agr DFR DO DDO R1 D4 Forest Mgt SPA Employees

Agr DFR DO DDO R1

Agr DFR DO DDO R1 D4 Beaufort

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

D4 Beaufort SPA Employees

D4 Carteret

D4 Carteret

D4 Craven

D4 Craven

D4 Craven

D4 Jones

D4 Lenoir

D4 Lenoir

D4 Onslow

D4 Onslow

D4 Pamlico

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm



21003941

21003942

21003943

21003943

21003944

21003944

21003945

21003945

21003946

21003946

21003947

21003947

21003948

21003949

21003949

21003950

21003951

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1
Ops

Agr DFR DO DDO R1

Ops

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

Agr DFR DO DDO R1

D4 Pamlico

D4 Pitt

D7 HQ

D7 HQ

SPA Employees

SPA Employees

SPA Employees

SPA Employees

D7 Elizbth Cty SPA Employees

D7 Elizbth Cty SPA Employees

D7 Elizbth

D7 Elizbth

D7 Bertie

D7 Bertie

D7 Camden

D7 Camden

D7 Chowan

D7 Currituck

D7 Currituck

D7 Gates

D7 Hertford

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Prob

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Perm



21003952

21003953

21003953

21003953

21003955

21003955

21003956

21003956

21003956

21003957

21003958

21003958

21003958

21003958

21003958

21003960

21003960

Agr DFR DO DDO R1 D7 Martin

Agr DFR DO DDO R1 D7
Pasquotank

Agr DFR DO DDO R1 D7
Pasquotank

Agr DFR DO DDO R1 D7
Pasquotank

Agr DFR DO DDO R1 D8 HQ

Agr DFR DO DDO R1 D8 HQ

AGR DFR R1 D8 Equipment
Maintenance

AGR DFR R1 D8 Equipment
Maintenance

AGR DFR R1 D8 Equipment
Maintenance

Agr DFR DO DDO R1 D8
Operations

Agr DFR DO DDO R1 D8 Whiteville

Agr DFR DO DDO R1 D8 Whiteville

Agr DFR DO DDO R1 D8 Whiteville

Agr DFR DO DDO R1 D8 Whiteville

Agr DFR DO DDO R1 D8 Whiteville

Agr DFR DO DDO R1 D8 Bladen

Agr DFR DO DDO R1 D8 Bladen

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Law

Enforcement

Supplemental Staff

SPA Employees

SPA Employees

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAOT Prob



21003962

21003962

21003963

21003964

21003964

21003965

21003965

21003965

21003966

21003967

21003967

21003968

21003969

21003969

21003970

21003970

21003971

Agr DFR DO DDO R1 D8 Columbus

Agr DFR DO DDO R1 D8 Columbus

Agr DFR DO DDO R1 D8 Duplin

Agr DFR DO DDO R1 D8 Pender

Agr DFR DO DDO R1 D8 Pender

Agr DFR DO DDO R1 D8 Bruns NH
Zone

Agr DFR DO DDO R1 D8 Bruns NH
Zone

Agr DFR DO DDO R1 D8 Bruns NH
Zone

Agr DFR DO DDO FM Turnball

Creek ESF

Agr DFR DO DDO R1 D13 HQ

Agr DFR DO DDO R1 D13 HQ

Agr DFR DO DDO R1 D13 Fairfield

Agr DFR DO DDO R1 D13 Dare

Agr DFR DO DDO R1 D13 Dare

Agr DFR DO DDO R1 D13 Hyde

Agr DFR DO DDO R1 D13 Hyde

Agr DFR DO DDO R1 D13 Tyrrell

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

Supplemental Staff

SPA Employees

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

Temp FT S-FLSAOT

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm



21003972

21003972

21003973

21003973

21003975

21003975

21003975

21003976

21003976

21003977

21003977

21003977

21003978

21003979

21003979

21003979

21003980

Agr DFR DO DDO R1 D13
Washington

Agr DFR DO DDO R1 D13
Washington

Agr DFR DO DDO R1 D13 Dare
Bomb

Agr DFR DO DDO R1 D13 Dare
Bomb

Agr DFR DO DDO FP Pest Ctrl MO
Agr DFR DO DDO FP Pest Ctrl MO
Agr DFR DO DDO FP Pest Ctrl MO

Agr DFR DO DDO AVIATION
Central

Agr DFR DO DDO AVIATION

Central

Agr DFR DO DDO AVIATION East

Agr DFR DO DDO AVIATION East

Agr DFR DO DDO AVIATION East

Agr DFR DO DDO AVIATION Maint

Agr DFR DO DDO AVIATION West

Agr DFR DO DDO AVIATION West

Agr DFR DO DDO AVIATION West

Agr DO DDO ADM IEO

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm



21003981

21003981

21003982

21003982

21003982

21003982

21003983

21003983

21003984

21003984

21003984

21003986

21003986

21003987

21003987

21003988

21003989

Agr DFR DO DDO FP Fire Control

Agr DFR DO DDO FP Fire Control

Agr DFR DO DDO FP Fire Cont LE

Agr DFR DO DDO FP Fire Cont LE

Agr DFR DO DDO FP Fire Cont LE

Agr DFR DO DDO FP Fire Cont LE

Agr DFR DO DDO R2 Headquarters

Agr DFR DO DDO R2 Headquarters

Agr DFR DO DDO R2 D3 HQ

Agr DFR DO DDO R2 D3 HQ

Agr DFR DO DDO R2 D3 HQ

Agr DFR DO DDO R2 D3 Forest
Mgmt

Agr DFR DO DDO R2 D3 Forest
Mgmt

Agr DFR DO DDO R2 D3 Anson
Agr DFR DO DDO R2 D3 Anson

Agr DFR DO DDO R2 D3 Chatham

Agr DFR DO DDO R2 D3 Lee

SPA Employees
SPA Employees
SPA Employees

SPA Law
Enforcement

SPA Law
Enforcement

SPA Law
Enforcement
SPA Employees
SPA Employees
SPA Employees
SPA Employees
SPA Law
Enforcement
SPA Employees
SPA Employees
SPA Employees
SPA Employees

SPA Employees

SPA Employees

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Perm



21003989

21003990

21003990

21003991

21003991

21003992

21003992

21003992

21003993

21003994

21003995

21003996

21003996

21003997

21003997

21003998

21003998

Agr DFR DO DDO R2 D3 Lee

Agr DFR DO DDO R2 D3
Montgomery

Agr DFR DO DDO R2 D3
Montgomery

Agr DFR DO DDO R2 D3 Moore

Agr DFR DO DDO R2 D3 Moore

Agr DFR DO DDO R2 D3 Richmond

Agr DFR DO DDO R2 D3 Richmond

Agr DFR DO DDO R2 D3 Richmond

Agr DFR DO DDO R2 D3 Scotland

Agr DFR DO DDO R2 D3 Stanly

Agr DFR DO DDO R2 D3 Jordan
Lake

Agr DFR DO DDO R2 D5 HQ

Agr DFR DO DDO R2 D5 HQ

Agr DFR DO DDO R2 D5 Forest
Mgmt

Agr DFR DO DDO R2 D5 Forest
Mgmt

Agr DFR DO DDO R2 D5 Forest
Prot

Agr DFR DO DDO R2 D5 Forest
Prot

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAOT Prob

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Prob



21003999

21004000

21004001

21004001

21004003

21004004

21004005

21004005

21004006

21004007

21004008

21004008

21004009

21004009

21004010

21004010

21004011

Agr DFR DO DDO R2 D5
Edgecombe

Agr DFR DO DDO R2 D5 Franklin

Agr DFR DO DDO R2 D5 Greene

Agr DFR DO DDO R2 D5 Greene

Agr DFR DO DDO R2 D5 Nash

Agr DFR DO DDO R2 D5
Northampton

Agr DFR DO DDO R2 D5 Warren

Agr DFR DO DDO R2 D5 Warren

Agr DFR DO DDO R2 D5 Wayne

Agr DFR DO DDO R2 D5 Wilson

Agr DFR DO DDO R2 D6 HQ

Agr DFR DO DDO R2 D6 HQ

Agr DFR DO DDO R2 D6 Forest
Mgmt

Agr DFR DO DDO R2 D6 Forest
Mgmt

Agr DFR DO DDO R2 D6
Cumberland

Agr DFR DO DDO R2 D6
Cumberland

Agr DFR DO DDO R2 D6 Harnett

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAQOT Prob

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm



21004012

21004012

21004012

21004013

21004014

21004015

21004015

21004015

21004016

21004017

21004017

21004017

21004018

21004018

21004019

21004019

21004020

Agr DFR DO DDO R2 D6 Hoke

Agr DFR DO DDO R2 D6 Hoke

Agr DFR DO DDO R2 D6 Hoke

Agr DFR DO DDO R2 D6 Johnston

Agr DFR DO DDO R2 D6 Robeson

Agr DFR DO DDO R2 D6 Sampson

Agr DFR DO DDO R2 D6 Sampson

Agr DFR DO DDO R2 D6 Sampson

Agr DFR DO DDO R2 D6

Clemmons Ed

Agr DFR DO DDO R2 D10 HQ

Agr DFR DO DDO R2 D10 HQ

Agr DFR DO DDO R2 D10 HQ

Agr DFR DO DDO R2 D10 FP

Agr DFR DO DDO R2 D10 FP

Agr DFR DO DDO R2 D10 FM

Agr DFR DO DDO R2 D10 FM

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Law

Enforcement

Supplemental Staff

SPA Employees

SPA Employees

Agr DFR DO DDO R2 D10 Davidson SPA Employees

FT S-FLSAOT Perm

FT S-FLSAOT Prob

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Prob



21004020

21004021

21004022

21004022

21004023

21004024

21004025

21004025

21004025

21004026

21004027

21004028

21004029

21004029

21004029

21004031

21004031

Agr DFR DO DDO R2 D10 Davidson SPA Employees

Agr DFR DO DDO R2 D10 Davie

Agr DFR DO DDO R2 D10
Randolph

Agr DFR DO DDO R2 D10
Randolph

Agr DFR DO DDO R2 D10

Rockingham

Agr DFR DO DDO R2 D10 Rowan

Agr DFR DO DDO R2 D10 Stokes

Agr DFR DO DDO R2 D10 Stokes

Agr DFR DO DDO R2 D10 Stokes

Agr DFR DO DDO R2 D10 Surry

Agr DFR DO DDO R2 D10 Yadkin

Agr DFR DO DDO R2 D10 Forsyth

Agr DFR DO DDO R2 D11 HQ

Agr DFR DO DDO R2 D11 HQ

Agr DFR DO DDO R2 D11 HQ

Agr DFR DO DDO R2 D11 Forest
Mgt

Agr DFR DO DDO R2 D11 Forest
Mgt

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

Temp FT S-FLSAOT



21004032

21004033

21004033

21004035

21004035

21004036

21004037

21004039

21004040

21004040

21004041

21004042

21004042

21004043

21004043

21004044

21004044

Agr DFR DO DDO R2 D11
Alamance

Agr DFR DO DDO R2 D11 Caswell

Agr DFR DO DDO R2 D11 Caswell

Agr DFR DO DDO R2 D11 Granville

Agr DFR DO DDO R2 D11 Granville

Agr DFR DO DDO R2 D11 Orange

Agr DFR DO DDO R2 D11 Person

Agr DFR DO DDO R2 D11 Wake

Agr DFR DO DDO R3 Headquarters

Agr DFR DO DDO R3 Headquarters

Agr DFR DO DDO R3 HQ Asheville

Agr DFR DO DDO R3 HQ
Crossnore

Agr DFR DO DDO R3 HQ
Crossnore

Agr DFR DO DDO R3 D1 HQ

Agr DFR DO DDO R3 D1 HQ

Agr DFR DO DDO R3 D1 HQ For
Mgmt

Agr DFR DO DDO R3 D1 HQ For
Mgmt

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAQOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Prob



21004045

21004045

21004046

21004047

21004047

21004048

21004049

21004049

21004050

21004050

21004051

21004051

21004052

21004052

21004054

21004054

21004055

Agr DFR DO DDO R3 D1
Buncombe

Agr DFR DO DDO R3 D1

Buncombe

Agr DFR DO DDO R3 D9 Cherokee

Agr DFR DO DDO R3 D9 Graham

Agr DFR DO DDO R3 D9 Graham

Agr DFR DO DDO R3 D9 Haywood

Agr DFR DO DDO R3 D9 Jackson

Agr DFR DO DDO R3 D9 Jackson

Agr DFR DO DDO R3 D1 Madison

Agr DFR DO DDO R3 D1 Madison

Agr DFR DO DDO R3 D1 McDowell

Agr DFR DO DDO R3 D1 McDowell

Agr DFR DO DDO R3 D1
Transylvania

Agr DFR DO DDO R3 D1
Transylvania

Agr DFR DO DDO R3 D1
Henderson

Agr DFR DO DDO R3 D1
Henderson

Agr DFR DO DDO R3 D1 Polk

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

Supplemental Staff

SPA Employees

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Prob

Temp FT S-FLSAOT

FT S-FLSAOT Perm



21004055

21004056

21004056

21004057

21004057

21004057

21004057

21004058

21004058

21004059

21004060

21004061

21004062

21004062

21004063

21004064

21004065

Agr DFR DO DDO R3 D1 Polk

Agr DFR DO DDO R3 D1 Yancey

Agr DFR DO DDO R3 D1 Yancey

Agr DFR DO DDO R3 D2 HQ

Agr DFR DO DDO R3 D2 HQ

Agr DFR DO DDO R3 D2 HQ

Agr DFR DO DDO R3 D2 HQ

Agr DFR DO DDO R3 D2 Forest
Mgmt

Agr DFR DO DDO R3 D2 Forest
Mgmt

Agr DFR DO DDO R3 D2 Alleghany

Agr DFR DO DDO R3 D2 Ashe

Agr DFR DO DDO R3 D2 Burke

Agr DFR DO DDO R3 D2 Caldwell

Agr DFR DO DDO R3 D2 Caldwell

Agr DFR DO DDO R3 D2 Wilkes

Supplemental Staff

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Law

Enforcement

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Agr DFR DO DDO R3 D2 Tuttle Esf SPA Employees

Agr DFR DO DDO R3 D2 Alexander SPA Employees

Temp FT S-FLSAOT

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm



21004065 Agr DFR DO DDO R3 D2 Alexander Supplemental Staff Temp FT S-FLSAOT
21004066 Agr DFR DO DDO R3 D2 Avery Supplemental Staff Temp FT S-FLSAOT
21004067 Agr DFR DO DDO R3 D2 Watauga SPA Employees FT S-FLSAOT Perm
21004067 Agr DFR DO DDO R3 D2 Watauga Supplemental Staff Temp FT S-FLSAOT
21004068 Agr DFR DO DDO R3 D9 HQ SPA Employees FT N-FLSAOT Perm
21004068 Agr DFR DO DDO R3 D9 HQ SPA Employees FT S-FLSAOT Perm
21004068 Agr DFR DO DDO R3 D9 HQ SPA Employees FT S-FLSAOT Prob

21004070 AGR AS SWC DO NPS Cost Share SPA Employees FT N-FLSAOT Perm
21004070 AGR AS SWC DO NPS Cost Share SPA Employees FT S-FLSAOT Perm
21004070 AGR AS SWC DO NPS Cost Share SPA Employees FT S-FLSAOT Prob

21004071 Agr AS SWC CREP SPA Employees FT N-FLSAOT Perm
21004072 Agr AS SWC Engineering Svs East SPA Employees FT N-FLSAOT Perm
21004072 Agr AS SWC Engineering Svs East SPA Employees FT S-FLSAOT Perm
21004072 Agr AS SWC Engineering Svs East SPA Employees FT S-FLSAOT Prob

21004072 Agr AS SWC Engineering Svs East EPA Employees FT N-FLSAOT Prob

21004073 AGR AS SWC DO CREP Survey SPA Employees FT S-FLSAOT Perm
21004074 AGR AS SWC Admin Support SPA Employees FT N-FLSAOT Perm



21004074

21004075

21004075

21004075

21004076

21004076

21004076

21004077

21004077

21004078

21004079

21004079

21004080

21004081

21004082

21004083

21004083

AGR AS SWC Admin Support

Agr DFR DO DDO R3 D9 Macon

Agr DFR DO DDO R3 D9 Macon

Agr DFR DO DDO R3 D9 Macon

Agr DFR DO DDO R3 D9 Sylva
Equip

Agr DFR DO DDO R3 D9 Sylva
Equip

Agr DFR DO DDO R3 D9 Sylva
Equip

Agr DFR DO DDO R3 D9 Clay
Agr DFR DO DDO R3 D9 Clay
Agr DFR DO DDO R3 D9 Swain
Agr DFR DO DDO R3 D9 Sylva
Agr DFR DO DDO R3 D9 Sylva
Agr DFR DO DDO R3 D12 HQ
Agr FS R3 D12 Mecklenburg &

Cabarrus

Agr DFR DO DDO R3 D12 Union

Agr DFR DO DDO R3 D12 Forest

Mgt

Agr DFR DO DDO R3 D12 Forest

Mgt

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Law

Enforcement

Supplemental Staff

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm



21004084

21004084

21004086

21004087

21004088

21004089

21004090

21004091

21004092

21004092

21004092

21004093

21004093

21004093

21004094

21004094

21004094

Agr DFR DO DDO R3 D12
Rutherford

Agr DFR DO DDO R3 D12
Rutherford

Agr DFR DO DDO R3 D12 Catawba

Agr DFR DO DDO R3 D12
Cleveland

Agr DFR DO DDO R3 D12 Gaston
Agr DFR DO DDO R3 D12 Iredell
Agr DFR DO DDO R3 D12 Lincoln
Agr DFR DO DDO R3 D12 Mtn
Island

Agr DFR DO DDO R3 HQ Bridge
Agr DFR DO DDO R3 HQ Bridge
Agr DFR DO DDO R3 HQ Bridge

Agr DFR DO DDO R3 HQ Dupont
MO

Agr DFR DO DDO R3 HQ Dupont
MO

Agr DFR DO DDO R3 HQ Dupont
MO
Agr DFR DO DDO R3 HQ Dupont

Agr DFR DO DDO R3 HQ Dupont

Agr DFR DO DDO R3 HQ Dupont

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

Supplemental Staff

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

12



21004095

21004096

21004097

21004097

21004098

21004098

21004099

21004099

21004100

21004101

21004102

21004102

21004103

21004104

21004104

21004105

21004105

Agr DFR DO DDO FM Forest Mgmt
SO SPA Employees

Agr DFR DO DDO FM Urban

Forestry SPA Employees

Agr DFR DO DDO FM Dev Plan/Util  SPA Employees

Agr DFR DO DDO FM Dev Plan/Util  SPA Employees

Agr DFR DO DDO FM NonPt

Source SPA Employees

Agr DFR DO DDO FM NonPt

Source SPA Employees

Agr DFR DO DDO FM Nursery MO  SPA Employees

Agr DFR DO DDO FM Nursery MO

Agr DFR DO DDO FM NRS
Operations

SPA Employees
SPA Employees
Agr DFR DO DDO FM NRS Ti SPA Employees
Agr DFR DO DDO FM NRS Claridge SPA Employees
Agr DFR DO DDO FM NRS Claridge SPA Employees

Agr DFR DO DDO FM NRS
Morganton

SPA Employees
Agr DFR DO DDO FM Bladen Lake SPA Employees
Agr DFR DO DDO FM Bladen Lake SPA Employees

Agr DFR DO DDO FM Bladen Lake1 SPA Employees

Agr DFR DO DDO FM Bladen Lake1 SPA Employees

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT N-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob



21004106

21004106

21004107

21004107

21004108

21004108

21004109

21004109

21004111

21004111

21004112

21004112

21004112

21004113

21004114

21004114

21004114

Agr DFR DO DDO FM Stewardship

Agr DFR DO DDO FM Stewardship

Agr DFR DO DDO ADM Supv Ofc

Agr DFR DO DDO ADM Supv Ofc

Agr DFR DO DDO ADM Budget

Agr DFR DO DDO ADM Budget

Agr DFR DO DDO ADM Supply

Agr DFR DO DDO ADM Supply

Agr DFR DO DDO SPA

Agr DFR DO DDO SPA

Agr DFR DO DDO SPA FIA

Agr DFR DO DDO SPA FIA

Agr DFR DO DDO SPA FIA

AGR AS Soil & Water Conservation

AGR AS SWC District Operations

AGR AS SWC District Operations

AGR AS SWC District Operations

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT N-FLSAOT TL

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT TL

FT S-FLSAOT Perm



21004115

21004115

21004116

21004117

21004117

21004117

21004118

21004118

21004125

21004125

21004126

21004126

21004126

21004340

21004341

21004343

21004394

Agr AS SWC Environmental
Services SPA Employees

Agr AS SWC Environmental

Services SPA Employees
Agr AS SWC Engineering Services SPA Employees
Agr AS SWC Engineering Svs West SPA Employees

Agr AS SWC Engineering Svs West SPA Employees

Agr AS SWC Engineering Svs West SPA Employees
AGR AS SWC DO Non-Point

Source SPA Employees
AGR AS SWC DO Non-Point

Source SPA Employees
Agr F&D Dairy SPA Employees
Agr F&D Dairy SPA Employees
Agr SPC&P Sleep Products SPA Employees
Agr SPC&P Sleep Products SPA Employees
Agr SPC&P Sleep Products SPA Employees

Agr DFR DO DDO R3 HQ Asheville2 SPA Employees

Agr DFR DO DDO R2 D6 HQ
Fayette SPA Employees

Agr DFR DO DDO R1 HQ Kinston2 SPA Employees

Agr DFR DO DDO R3 D1 HQ Forest
Prot SPA Employees

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAOT Perm



21004394

21004395

21004396

21004397

21004397

21004398

21004398

21023966

21023967

21023967

21023968

21023968

21024006

21024006

21024178

21024178

21024178

Agr DFR DO DDO R3 D1 HQ Forest SPA Law

Prot

Agr DFR DO DDO FP Fire Control
GRFC

Agr DFR DO DDO FP Fire Control
CoO

Agr DFR DO DDO R3 D1 Mitchell
Agr DFR DO DDO R3 D1 Mitchell

Agr DFR DO DDO R3 D12 HQ Mt
Holly

Agr DFR DO DDO R3 D12 HQ Mt
Holly
Agr SF OPS Groundskeeping

Agr SF OPS Event Setup &
Custodial

Agr SF OPS Event Setup &
Custodial

Agr SF Horse Complex

Agr SF Horse Complex

Agr M&P Training Team

Agr M&P Training Team

Agr Vet Rollins Lab Pathology

Agr Vet Rollins Lab Pathology

Agr Vet Rollins Lab Pathology

Enforcement

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

Supplemental Staff

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT S-FLSAOT Perm

FT S-FLSAOT Prob

FT S-FLSAOT Perm

FT S-FLSAOT Perm

Temp FT S-FLSAOT

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Prob

FT S-FLSAOT Perm



21024250

21024579

21024579

21024950

21024950

21024950

21025298

21025298

21025298

21025298

21025500

21026551

21026551

21026551

21026552

21026553

21027277

Agr Internal Audit

Agr F&D Admin Services

Agr F&D Admin Services

Agr Agricultural Sciences Center

Agr Agricultural Sciences Center

Agr Agricultural Sciences Center

Agr CP F&D FOOD Produce Safety

Agr CP F&D FOOD Produce Safety

Agr CP F&D FOOD Produce Safety

Agr CP F&D FOOD Produce Safety

Agr SF Market Development

Agr PID S&F Field Services East

Agr PID S&F Field Services East

Agr PID S&F Field Services East

Agr PID PP Field Services East

Agr PID PP Field Services West

Agr F&D Formulations Lab

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

SPA Employees

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT N-FLSAOT TL

FT S-FLSAOT Perm

FT S-FLSAOT TL

FT S-FLSAOT Perm

FT N-FLSAOT Perm

FT S-FLSAOT Perm

FT S-FLSAQOT Prob

FT N-FLSAOT Perm

FT N-FLSAOT Perm

FT N-FLSAOT Perm



Agr F&D Liquid Chromatography
21027278 Lab SPA Employees FT N-FLSAOT Perm 8
Agr F&D Liquid Chromatography
21027278 Lab SPA Employees FT N-FLSAOT Prob 1
21027279 Agr F&D Mycotoxin Lab SPA Employees FT N-FLSAOT Perm 2
21027279 Agr F&D Mycotoxin Lab SPA Employees FT S-FLSAOT Perm 1
21027280 Agr F&D Microanalytical Lab SPA Employees FT N-FLSAOT Perm 2
21027281 Agr F&D ICP-MS Lab SPA Employees FT N-FLSAOT Perm 1
21027281 Agr F&D ICP-MS Lab SPA Employees FT S-FLSAOT Perm 1
21027325 Agr Western Ag Programs SPA Employees FT N-FLSAOT Perm 1
21030050 Agr Assessments SPA Employees FT N-FLSAOT Perm 1
21030050 Agr Assessments SPA Employees FT S-FLSAOT Prob 1
Personnel Area - Agriculture Consumer Services 1,730 6
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164 1,900




EE Headcount Military & Veteran as of 12/2023

Personnel Area

Agriculture Consumer
Services

Org Unit

20001338

20001341

20001341

20001341

20001344

20001344

20001348

20001352

20001356

20001356

20001370

20001370

20001376

Org Unit Desc

Agr B&F Controller

Agr B&F Purchasing

Agr B&F Purchasing

Agr B&F Purchasing

Agr Human Resources

Agr Human Resources

Agr Mkt Farmers Mkt - Sen

Bob Martin EAC

Agr Marketing Retail

Agr Mkt Grain Coop Grading

Agr Mkt Grain Coop Grading

Agr ITS Info System Dev

Agr ITS Info System Dev

Agr F&D Feed Sect

Employee
Group

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

Supplemental
Staff

Supplemental
Staff

SPA
Employees

SPA
Employees

SPA
Employees

Employee
Subgroup

FT S-FLSAOT
Perm

FT N-FLSAOT
Perm

FT N-FLSAOT
Perm

FT S-FLSAOT
Perm

FT N-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT N-FLSAOT
Perm

Temp FT S-
FLSAOT

Temp FT S-
FLSAOT

FT N-FLSAOT
Perm

FT S-FLSAOT
Prob

FT N-FLSAOT
Perm

Military Status

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

Inactive

Reservist

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

Active

Veteran Status

Special
Disabled
Veteran



20001379

20001379

20001381

20001386

20001387

20001388

20001389

20001390

20001391

20001405

20001409

20001409

20001409

20001413

20001413

20001414

20001415

Agr F&D Agr Food Sect

Agr F&D Agr Food Sect

Agr F&D Microbiology Lab

Agr SPC&P Pesticides

Agr SPC&P SPC

Agr SPC&P SPC Eastern
Field

Agr SPC&P SPC Western
Field

Agr Veterinary

Agr Vet Animal Welfare

Agr Vet Diagnostic Lab
Arden

Agr M&P Food Comp

Agr M&P Food Comp

Agr M&P Food Comp

Agr M & P Field Inspectors
Area VI

Agr M & P Field Inspectors
Area VI

Agr M & P Field Inspectors
Area VII

Agr M & P Field Inspectors
Area VIl

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

FT S-FLSAOT
Perm

FT S-FLSAOT TL

FT N-FLSAOT
Perm

FT S-FLSAOT
Perm

FT N-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Prob

FT S-FLSAOT
Perm

FT N-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Prob

FT S-FLSAOT
Perm

FT S-FLSAOT
Prob

10/Not assigned
Active

10/Not assigned
10/Not assigned
10/Not assigned
10/Not assigned
10/Not assigned
Inactive
Reservist
10/Not assigned
10/Not assigned
10/Not assigned
10/Not assigned
Drilling
Reservist
10/Not assigned
10/Not assigned

10/Not assigned

10/Not assigned



20001418

20001422

20001422

20001424

20001429

20001429

20001429

20001431

20001433

20001440

20001442

20001442

20001443

20001443

20001447

20001447

Agr M & P Field Inspectors
Area lll

Agr Standards motor Fuels
Field Pers

Agr Standards motor Fuels
Field Pers

Agr Plant Industry Admin &
Op Support

Agr Research Stations

Agr Research Stations

Agr Research Stations

Agr RS Cherry

Agr Rs Horticultural Crops

Agr RS Piedmont

Agr Food Distribution
Warehouse Butner

Agr Food Distribution
Warehouse Butner

Agr Food Distribution
Warehse Salisbury

Agr Food Distribution
Warehse Salisbury

Agr SF Security

Agr SF Security

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

Supplemental
Staff

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

Supplemental
Staff

SPA
Employees

Supplemental
Staff

SPA Law
Enforcement

Supplemental
Staff

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Prob

FT S-FLSAOT
Perm

FT N-FLSAOT
Perm

FT S-FLSAOT
Perm

Temp FT S-
FLSAOT

FT N-FLSAOT
Perm

FT N-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

Temp FT S-
FLSAOT

FT S-FLSAOT
Perm

Temp FT S-
FLSAOT

FT S-FLSAOT
Prob

Temp FT S-
FLSAOT

10/Not assigned
Inactive
Reservist
10/Not assigned
10/Not assigned
Retired
Reservist
10/Not assigned
Inactive
Reservist
10/Not assigned
10/Not assigned
10/Not assigned
Retired
Reservist
10/Not assigned
10/Not assigned
10/Not assigned

10/Not assigned

Inactive
Reservist



20001449

20011912

20013876

20013880

20013880

20013880

20013880

20013882

20013882

20013883

21000747

21003927

21003936

21003937

21003938

21003943

21003944

Agr Emergency Programs

Agr Mkt Media &
Communications

Agr M&P Region 1

Agr Standards Liquified Gas

Agr Standards Liquified Gas

Agr Standards Liquified Gas

Agr Standards Liquified Gas

Agr Standards Weights &
Meas Area 2

Agr Standards Weights &
Meas Area 2

Agr Standards Weights &
Meas Area 3

Agr F&D Organic Labs

Agr DFR DO DDO
AVIATION

Agr DFR DO DDO R1 D4
Carteret

Agr DFR DO DDO R1 D4
Craven

Agr DFR DO DDO R1 D4
Jones

Agr DFR DO DDO R1 D7
HQ

Agr DFR DO DDO R1 D7
Elizbth Cty

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

Supplemental
Staff

SPA
Employees

SPA
Employees

SPA
Employees

FT N-FLSAOT
Perm

FT S-FLSAOT
Perm

FT N-FLSAOT
Perm

FT N-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT N-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT N-FLSAOT
Perm

FT N-FLSAOT
Perm

FT S-FLSAOT
Perm

Temp FT S-
FLSAOT

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Prob

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

Inactive

Reservist

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned

10/Not assigned



21003958

21003965

21003970

21003973

21003973

21003975

21003976

21003976

21003978

21003979

21003979

21003981

21003986

21003992

21004001

21004004

21004005

Agr DFR DO DDO R1 D8
Whiteville

Agr DFR DO DDO R1 D8
Bruns NH Zone

Agr DFR DO DDO R1 D13
Hyde

Agr DFR DO DDO R1 D13
Dare Bomb

Agr DFR DO DDO R1 D13
Dare Bomb

Agr DFR DO DDO FP Pest
Ctrl MO

Agr DFR DO DDO
AVIATION Central

Agr DFR DO DDO
AVIATION Central

Agr DFR DO DDO
AVIATION Maint

Agr DFR DO DDO
AVIATION West

Agr DFR DO DDO
AVIATION West

Agr DFR DO DDO FP Fire
Control

Agr DFR DO DDO R2 D3
Forest Mgmt

Agr DFR DO DDO R2 D3
Richmond

Agr DFR DO DDO R2 D5
Greene

Agr DFR DO DDO R2 D5
Northampton

Agr DFR DO DDO R2 D5
Warren

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

Supplemental
Staff

Supplemental
Staff

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

FT S-FLSAOT
Perm

FT S-FLSAOT
Prob

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Prob

FT N-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

Temp FT S-
FLSAOT

Temp FT S-
FLSAOT

FT N-FLSAOT
Perm

FT N-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Prob

FT S-FLSAOT
Perm

FT S-FLSAOT
Prob

10/Not assigned
10/Not assigned
10/Not assigned
10/Not assigned
10/Not assigned
10/Not assigned
10/Not assigned
10/Not assigned
10/Not assigned
10/Not assigned
Inactive
Reservist
10/Not assigned
10/Not assigned
Inactive
Reservist
10/Not assigned

10/Not assigned

10/Not assigned



21004006

21004011

21004022

21004022

21004027

21004029

21004029

21004043

21004046

21004057

21004072

21004092

21004093

21004108

21004115

21004126

21004396

Agr DFR DO DDO R2 D5
Wayne

Agr DFR DO DDO R2 D6
Harnett

Agr DFR DO DDO R2 D10
Randolph

Agr DFR DO DDO R2 D10
Randolph

Agr DFR DO DDO R2 D10
Yadkin

Agr DFR DO DDO R2 D11
HQ

Agr DFR DO DDO R2 D11
HQ

Agr DFR DO DDO R3 D1
HQ

Agr DFR DO DDO R3 D9
Cherokee

Agr DFR DO DDO R3 D2
HQ

Agr AS SWC Engineering
Svs East

Agr DFR DO DDO R3 HQ
Bridge

Agr DFR DO DDO R3 HQ
Dupont MO

Agr DFR DO DDO ADM
Budget

Agr AS SWC Environmental
Services

Agr SPC&P Sleep Products

Agr DFR DO DDO FP Fire
Control CO

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

Supplemental
Staff

SPA
Employees

SPA
Employees

SPA
Employees

SPA
Employees

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Prob

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Prob

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

FT S-FLSAOT
Perm

Temp FT S-
FLSAOT

FT N-FLSAOT
Perm

FT N-FLSAOT
Perm

FT S-FLSAOT
Perm

FT N-FLSAOT
Perm

10/Not assigned
Retired
Reservist

Active

10/Not assigned
Inactive
Reservist
10/Not assigned
Inactive
Reservist
10/Not assigned
10/Not assigned

Drilling
Reservist

Inactive
Reservist
10/Not assigned
10/Not assigned
10/Not assigned
10/Not assigned

10/Not assigned

10/Not assigned



Agr PID S&F Field Services SPA FT S-FLSAOT Inactive

21026551 East Employees Perm Reservist X # #
Agr PID S&F Field Services SPA FT S-FLSAOT

21026551 East Employees Prob 10/Not assigned X X #
SPA FT N-FLSAOT

21027280 Agr F&D Microanalytical Lab Employees Perm 10/Not assigned X # #



ution Date:2/4/24

Armed Spouse or
Forces Surviving
Other Recently Service Not a Spouse of Dependent of

Vietham Era Protected Separated Medal Disabled Protected Separated Retired Disabled Deceased Number of
Veteran Veteran Veteran Veteran Veteran Veteran Veteran Veteran Veteran Veteran Employees
X # # # # # # # # # 1
# X # # # # # # # # 1
# X # # # # # # # # 1
# X # # # # # # # # 1
# X # # # # # # # # 1
# # # # # # # # # # 1
# # # # # # # # # # 1
# # # # # X # X # # 1
# # # # # # # # # # 1
# # # # # # X # # # 1
# # # # X # # # # # 1
# # # # # # # # # # 1


















# # # 1
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Veteran Summary as of 12/2023

Veterans by Employee Group

Supplemental 5taff (8.99 %)

Employee Group
H SFA Employees
M Supplemental Staff

Veterans by Employee Group

Veteran EPA Judicial
Status SPA Employees Employees Employees

X 81

Suppleme
ntal Number of
Employees Employees

8

Veterans Type



UPG\II
al
Disab

led (0] {,1-1¢ Recently Armed Forces Not a
Veteran Protected Veter Vietnam Protected Separated Service Medal Disabled Protected
Status Veteran an ERA Veteran Veteran Veteran Veteran Veteran Veteran

X 41 3 6 41 6 1 9 13
Note : Employees may have more than one Veterans Type

Additional Veteran Status

Separated Retired
Veteran Veteran

15 6

State Statute

Spouse or
Surviving

Spouse of Dependent
Disabled of Deceased
Veteran Veteran
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SPA Employees (9101 %)






Ethnic Origin as of 12/2023

Ethnic Origin

Ethnic Origin [ Gender
White (Non-Hispanic/Latino)
H Male
Female
Black or African American (N-H/L)
B Male
Female
Asian (Non-Hispanic/Latino)
H Male
Female
American Indian or Alaskan Mative (N-H/L
H Male
Female
Two or More Races (Non-Hispanic/Latino)
W Male
Female
Hispanic/Latino
H Male
Female
10 /Mot assigned
H Male

Female

SPA EPA Judicial
Ethnic Origin Employees Employees Employees

26.74 %

Supplemental
Employees

Ethnic Origin

Male

Female




White (Non-
Hispanic/Latino)

Black or African
American (N-H/L)

Asian (Non-
Hispanic/Latino)

American Indian or
Alaskan Native (N-H/L

Two or More Races
(Non-
Hispanic/Latino)

Hispanic/Latino

10/Not assigned

White (Non-
Hispanic/Latino)

Black or African
American (N-H/L)

Asian (Non-
Hispanic/Latino)

American Indian or
Alaskan Native (N-H/L

Two or More Races
(Non-
Hispanic/Latino)

Hispanic/Latino

10/Not assigned
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-59.05 %






Salary Range by Gender as of 12/2023 Execution Date:2/4/24

Gender EIG I E

- SPA EPA Judicial Supplemental Number of SPA EPA Judicial Supplemental Number of
Salary Range Employees Employees Employees Employees Employees Employees Employees Employees Employees Employees

$0 -$14,999 2 2
$20,000 - $24,999 5 5 2 2
$25,000 - $29,999 3 3

$30,000 - $34,999 2 58 60 2 24 26
$35,000 - $39,999 139 26 165 67 14 81
$40,000 - $44,999 208 4 212 125 5 130
$45,000 - $49,999 205 4 209 101 4 105
$50,000 - $54,999 141 3 144 77 1 78
$55,000 - $59,999 121 2 123 46 2 48
$60,000 - $64,999 89 1 1 91 48 48
$65,000 - $69,999 49 49 30 30
$70,000 - $74,999 43 4 47 20 20
$75,000 - $79,999 41 41 14 1 15
$80,000 - $84,999 23 1 24 11 11
$85,000 - $89,999 15 15 10 10
$90,000 - $94,999 16 16 4 4
$95,000 - $99,999 14 14 14 14
$100,000 - $104,999 6 6 4 4
$105,000 - $109,999 5 5 & 5
$110,000 - $114,999 1 1 4 4
$115,000 - $119,999 8 1 4 4 4



$120,000 - $124,999
$125,000 - $129,999
$130,000 - $134,999
$135,000 - $139,999

$140,000 - $999,999




Report Info

Prompt Input

Organizational Unit
Calendar Month/Year
Employee Group(s)
Employee Subgroup(s)

Exclude Employee Subgroup
(Contractors, National Guard)

Agriculture Consumer Service

12/2023

G1;G5
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