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NUMBER: HR #018  TOTAL PAGES:  8 
SUBJECT: Merit Based Recruitment and Selection Plan 

 
REVISED EFFECTIVE DATE:  8/1/2014 & 5/18/22 
 
APPROVED BY:   ____________________________           __5/18/2022___ 
  Steven W. Troxler, Commissioner             Date Signed 

 
RELATED LEGISLATION: 

A. NC General Statute 126 
B. State Human Resources Manual, Equal Opportunity  
C. State Human Resources Manual, Workforce Planning, Recruitment & Selection 

 
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. 
 

III.  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: 

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

 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. 

 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. If a job 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 
Reemployment  

For complete details on the priority to be afforded to individuals 
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-
Making and Exempt 
Managerial  

For complete details on the priority to be afforded to individuals 
separated from exempt policy-making and exempt 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 
Guard Preference  

For complete details on preferences to be afforded to individuals 
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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All Employees: Mandatory 
Topic Title(s) Format Provided by Description 

Agency Onboarding & 
Orientation AGR New Employee Orientation 

Curriculum  LMS NCDA&CS 

Assigned to new and transfer employees. Consists of 
training, forms, and policies assigned to new 
employees. Complements New Employee Orientation 
vILT sessions. 

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

Attendance 
AGR Attendance Policy Overview LMS NCDA&CS Explains agency policy. Included in New Employee 

Orientation vILT.  

AGR Attendance Policy & 
Acknowledgement 
 

LMS NCDA&CS 

Agency policy on attendance and leave. Electronic 
signature required. Included in AGR New Employee 
Orientation Curriculum; annual policy 
review/acknowledgement in September. 

Disciplinary Action AGR Disciplinary Action Policy 
Overview LMS NCDA&CS Explains state policy. Included in Included in New 

Employee Orientation vILT. 

AGR Disciplinary Action Policy & 
Acknowledgement LMS NCDA&CS 

State policy on disciplinary action. Electronic signature 
required. Included in AGR New Employee Orientation 
Curriculum. 

Drug-Free Workplace, Controlled 
Substance & Alcohol Testing 

AGR Drug Free Workplace, Controlled 
Substance, and Alcohol Testing 
Policy Overview 

LMS NCDA&CS Explains agency policy. Included in New Employee 
Orientation vILT. 

AGR Drug Free Workplace, Controlled 
Substance, and Alcohol Testing 
Policy & Acknowledgement 

LMS NCDA&CS 

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

 
  

*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. 
 

Last revised: July 2025 

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&viewid=861a2c18%2D0b87%2D49d9%2D8e7d%2D6ac2bf9d1f88
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All Employees: Mandatory, Cont’d. 
Topic Title Format Provided by Description 

Fraud, Waste, and Abuse AGR AS Fraud, Waste, and Abuse Policy 
& Acknowledgement 

LMS NCDA&CS Explains Department policy on fraud, waste, and abuse. 
Included in AGR New Employee Orientation Curriculum. 

Grievance 
 

AGR Employee Grievance Policy 
Overview 

LMS 
 

NCDA&CS Explains state policy. Included in New Employee 
Orientation vILT. 

AGR Employee Grievance Policy & 
Acknowledgement 

LMS 
 

NCDA&CS Included in AGR New Employee Orientation Curriculum. 

Information Technology 
Acceptable Use; Email Usage 

AGR Information Technology Acceptable 
Use Policy & Acknowledgment 

LMS NCDA&CS Agency policy on acceptable use of computer 
equipment. Electronic signature required. Included in 
AGR New Employee Orientation Curriculum. 

AGR Information Technology Email 
Usage Policy & Acknowledgement 

LMS NCDA&CS Agency policy on email use. Electronic signature 
required. Included in AGR New Employee Orientation 
Curriculum.  

Learning & Performance, LMS 
NCVIP 

NCVIP Training-Employee-Performance 
Planning (PP) 

LMS NCDA&CS Included in AGR New Employee Orientation Curriculum.  
 

AGR Performance Management Policy & 
Acknowledgement 

LMS NCDA&CS Included in AGR New Employee Orientation Curriculum.  
 

Motor Vehicle Usage & 
Telematics 

AGR Motor Vehicle Policy & Telematics 
Installation Overview 

LMS NCDA&CS Explains agency policy. Included in New Employee 
Orientation vILT. 

AGR Motor Vehicle Use Policy & 
Acknowledgement, 
AGR Acknowledgement Telematics 
Installation 

LMS NCDA&CS Included in AGR New Employee Orientation Curriculum; 
annual policy review/acknowledgement in May. 

Public Records and Retention 
Practices  

AGR Cultivate the Leader in You: Public 
Records and Retention General 
Overview 

LMS NCDA&CS Included in AGR New Employee Orientation Curriculum; 
one-time assignment issued to all current employees 
and temps. 
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All Employees: Mandatory, Cont’d. 

Topic Title Format Provided by Description 
Unlawful Workplace 
Harassment 

AGR Unlawful Workplace Harassment 
Policy Overview 

LMS NCDA&CS Explains state policy and agency procedures. Included 
in New Employee Orientation vILT. 

AGR Unlawful Workplace Harassment 
Policy & Acknowledgement 

LMS NCDA&CS State policy on unlawful workplace harassment. 
Electronic signature required. Included in AGR New 
Employee Orientation Curriculum. Annual policy 
review/acknowledgement in March. 

Workplace Violence  AGR Cultivate an Awareness of 
Workplace Violence for New Employees  

LMS NCDA&CS Included in AGR New Employee Orientation Curriculum.  

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

AGR Workplace Violence Policy & 
Acknowledgement; Workplace Violence 
Procedure Plan; Workplace Violence 
Prevention Training  

LMS NCDA&CS Included in AGR Cultivate an Awareness of Workplace 
Violence for New Employees; agency assigns policy, 
plan, and training as annual refresher. Annual policy 
review/acknowledgement in January. 

Payroll, Benefits, Time, and 
Leave technology (Integrated 
HR-Payroll System) 

FIORI 2.0 modules titled My Timesheet, 
My Paystubs, and My Benefits  

LMS Office of State 
Controller 

Managers responsible for assigning this training to their 
employees. NCDA&CS HR does not have assignment 
access.  

Cyber Security  
 

Titles selected by NC Department of 
Information Technology (NC DIT) 

LMS NC DIT, 
OSHR 

Assigned every other month by NC DIT/OSHR. 
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All Employees: Mandatory, Cont’d. 
Topic Title Format Provided by Description 

Safety AGR Emergency Action Plan LMS NCDA&CS Included in AGR New Employee Orientation Curriculum.  

Active Assailant Response Training for 
State Government Agency/University 
Employees 

LMS OSHR Included in AGR New Employee Orientation Curriculum.  
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Managers**: Mandatory 
Please note: Additional training may be required according to your role and assigned by your manager. 

Topic Title Format Provided by Description 
Disciplinary Action  AGR Disciplinary Action in the Workplace: 

Practical Strategies for Managers and 
Supervisors 

Blended:  
LMS and vILT NCDA&CS 

Performance management, coaching, counseling, and 
progressive discipline. Contact AGR.ER.EEO@ncagr.gov 
to discuss scheduling. 

Equal Employment Opportunity  Equal Employment Opportunity and 
Diversity Fundamentals (EEODF)      Blended: 

LMS and vILT 
NCDA&CS, 

OSHR 

Automatically assigned by OSHR to applicable new 
supervisors.  

Leave Management (Integrated HR 
Payroll System) 

Manager Self Service (MSS) MS200 LMS Office of State 
Controller 

Time and leave approval for direct reports. NCDA&CS 
HR does not have assignment access. Must be 
assigned by manager or self-requested. 

Performance Management AGR Cultivate the Leader In You:  
Performance Management  vILT 

NCDA&CS 

Performance management policy, manager 
responsibilities, practical tools; NCVIP technology 
components. These courses are considered mandatory 
training for all new managers. Seasoned managers also 
encouraged to complete these courses.  

AGR Cultivate the Leader In You: 
Performance Plan NCVIP Technology  LMS 

AGR Cultivate the Leader In You: Interim 
Review NCVIP Technology LMS 

AGR Cultivate the Leader In You: Annual 
Performance Evaluation NCVIP Technology LMS 

Position Descriptions AGR Cultivate the Leader in You: Position  
Descriptions LMS NCDA&CS 

Self-paced online course. Prerequisite for virtual 
instructor-led training. Open to all supervisors, managers, 
Division HR reps, and other interested parties. Contact 
Shawn Garland for details. 

AGR Cultivate the Leader In You:  
Advanced Position Description Training vILT NCDA&CS 

Division Directors and HR instructors determine 
schedule. Contact Shawn Garland for details.  

Safety AGR OSHA 10-Hours General Industry vILT NCDA&CS Assigned to all supervisors.  Supervisors are required to 
attend a training session once they become available. 

Workers’ Compensation Workers’ Compensation Basics for 
Supervisors LMS OSHR 

Assigned to all managers and division representatives for 
workers compensation. New division representatives, 
please contact Shawn Garland for assignment. 

 

mailto:AGR.ER.EEO@ncagr.gov
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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 
(also known as “soft skills”) 

Leading At Levels - Individual Contributor 
(LAAL-IC) and/or Supervisor (LAAL-S) 
Series  

ILT, vILT 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 Garland for 
details. 

Performance Management AGR Cultivate the Leader In You: 
Performance Plan NCVIP Technology 
Interim Review NCVIP Technology 
Annual Performance Evaluation NCVIP 
Technology 
 

LMS 
 

NCDA&CS Self-paced LMS modules covering technology steps 
specific to NCVIP tasks.  

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: 
LMS and 

ILT 

OSHR Audience: those in training roles who have not had 
formal training or those new to roles with training duties.  
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. 

mailto:shawn.garland@ncagr.gov
mailto:AGR.LMS.NCVIP@ncagr.gov
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Managers: Highly Recommended 
Topic(s) Title Format Provided by Assigned/Schedule 

Americans with Disabilities Act (ADA) ADA Online Training LMS NCDA&CS Assigned 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 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.  

Equal Employment Opportunity and 
Affirmative Action, Legally Defensible 
Hiring, ADA, Harassment Prevention 

Equal Employment Opportunity and 
Diversity Fundamentals Refresher 
(EEODF Refresher) 

LMS OSHR Recommended for managers who completed EEODF or 
equivalent course 5+ years ago. Contact Shawn Garland 
for assignment. 

Grievances Grievance Overview (OSHR) LMS OSHR 
NCDA&CS  

OSHR module assigned upon request. Grievance content 
included in Disciplinary Action training. Additional 
NCDA&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 AGR Cultivate the Leader In You:  
Writing and Revising Position 
Descriptions 

LMS NCDA&CS Required for and assigned to those responsible for writing 
job descriptions; open to all managers. Division Human 
Resources Representatives also required to complete this 
training. Contact Shawn Garland with questions about 
this requirement. 

AGR Cultivate the Leader In You:  
Advanced Position Description 
Training 

ILT or vILT NCDA&CS Required for and assigned to those responsible for writing 
job descriptions. Scheduled by Division. Contact Shawn 
Garland for details.  
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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 Garland for 
details. 

Advanced 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.gov 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.gov to schedule. 

mailto:shawn.garland@ncagr.gov
mailto:shawn.garland@ncagr.gov
mailto:shawn.garland@ncagr.gov
mailto:AGR.ER.EEO@ncagr.gov
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DEPARTMENT OF AGRICULTURE & CONSUMER SERVICES 

NUMBER:   HR #016 TOTAL PAGES:  02 

SUBJECT: Unlawful Workplace Harassment Procedures 

AMENDS: Unlawful Workplace Harassment Procedures, dated June 28, 2017
September 1, 2025Revised: 

RELATED POLICY: 

Unlawful Workplace Harassment Policy, as referenced in the State Human Resources Manual

POLICY STATEMENT 

It is the policy of the NCDA&CS that no state employee may engage in speech or conduct that is 

defined as Unlawful Workplace Harassment and that all employees are guaranteed the right to work in 

an environment free from Unlawful Workplace Harassment, intimidation and retaliation. Violations of 

this policy will not be tolerated and may result in disciplinary action up to and include dismissal. 

PURPOSE STATEMENT 

The purpose of this document is to provide a written procedure for any former employee or any full time 

or part time employee with either a permanent probationary, trainee, time-limited or temporary 

appointment within the North Carolina Department of Agriculture and Consumer Services (NCDA&CS) 

who believes he/she was subject to Unlawful Workplace Harassment. This procedure will provide the 

steps of communication between Human Resources, Supervisors and Employees and uniformity in 

processing a grievance. 

OBJECTIVE 

 To achieve and/or maintain a workplace free of harassment (speech or conduct that falls under the

definition of unlawful workplace harassment).

 To create a procedure for employees who feel they are/were subjected to or witnessed unlawful

workplace harassment, whether the incident occurred to them personally or to another employee.

GRIEVANCE PROCESS FOR UNLAWFUL WORKPLACE HARASSMENT 

Any former employee or full time or part time employee with either a permanent probationary, trainee, 

time-limited or temporary appointment wanting to submit a grievance for Unlawful Workplace 

Harassment as stated in the State Human Resources Manual, Employee Grievance Policy, should

follow the NCDA&CS Grievance Procedures. 

PROCESS AND TRAINING FOR PREVENTING UNLAWFUL WORKPLACE HARASSMENT 
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To prevent Unlawful Workplace Harassment, Discrimination and Retaliation, the NCDA&CS has 

developed the following strategies: 

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

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

• Require all new employees to attend orientation where they are introduced to the policy and 
prevention strategies and sign an acknowledgement form.

Training conducted by Human Resources includes the following: 

 OSHR’s Policy on Unlawful Workplace Harassment;

 Definitions of Discrimination, Harassment, & Retaliation and the corrective steps;

 Procedure for reporting Harassment;

 State and Federal laws;

 The NCDA&CS steps to prevent harassment in the workplace.



DEPARTMENT OF AGRICULTURE & CONSUMER SERVICES 

NUMBER:   HR 004 TOTAL PAGES:  2 

SUBJECT: Reasonable Accommodation Procedures 

AMENDS:  Reasonable Accommodation Procedures dated December 6, 2016
Revised:       September 1, 2025

RELATED POLICY: 
Reasonable Accommodation Policy, as indicted in the State Human Resources Manual 

PURPOSE STATEMENT 
The purpose of this document is to provide a written procedure for processing a request for 
accommodation in the North Carolina Department of Agriculture and Consumer Services (NCDA&CS) 
(under the State Human Resources Manual Grievance Policy). This procedure will provide the steps of 
communication between supervisors and employees and uniformity in processing an accommodation 
request. 

OBJECTIVE  
Ensure employees have access to reasonable accommodation procedures to address accommodation 
request timely, fairly, and consistently.  

REASONABLE ACCOMODATION PROCESS 

1. The employee shall inform their Supervisor, Employee Relations (ER)/Equal Employment
Opportunity (EEO), or Human Resources (HR) Director/Designee of the need for an accommodation
by requesting the Reasonable Accommodations Request form.
a. Once received, the Supervisor will sign the form acknowledging receipt. A copy will be retained

for the Unit file and given to the employee.

b. The original signed form must be sent to the Employee Relations (ER)/Equal Employment
Opportunity (EEO) team, preferably by email: agr.er.eeo@ncagr.gov.

2. The ER/EEO Manager or HR Director/Designee may request documentation of the employees’
functional limitations to support the request. The documentation may include medical clarification, a
copy of the physician’s response letter, Family Medical Leave (FML) paperwork, the employees
essential job functions, and/or job description.  Any medical documentation collected must be
maintained in a confidential medical file.

3. When an accommodation is requested, the ER/EEO Manager or HR Director/Designee along with
the Supervisor 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. Identify the potential accommodations and assess the effectiveness each would have in allowing

the employee to perform the essential functions of the job.
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d. Select and implement the reasonable accommodation that is the most appropriate for both the
employee and the agency. While an employee’s preference will be given consideration, the
agency is free to choose among reasonably effective accommodations and may choose the one
that is less expensive or easier to provide.

4. The ER/EEO Manager or HR Director/Designee will work with the employee to obtain technical
assistance, as needed.

5. The ER/EEO Manager 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.

APPLICANTS 

1. The job applicant shall inform the Supervisor, ER/EEO Manager, 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 ER/EEO Manager or HR Director/Designee for
assistance. The ER/EEO Manager or HR Director/Designee will discuss the needed accommodation
and possible alternatives with the applicant.

2. The EEO Manager 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.

APPEALS 

Employees/Applicants who are dissatisfied with the decision pertaining to his/her 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. Employees/Applicants may also 
elect to file a grievance directly with the Equal Employment Opportunity Commission (EEOC). 
Employees/Applicants 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. 
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B0170: Labor Force Standard - Employee Distribution
by SOC Subcategory as of DEC 2025 Based on 2020 Census

Labor Force Standard

SOC Category: MANAGEMENT RELATED ==== Subcategory:  BUSINESS SPECIALISTS, INCL PURCHASING

N.C. Population (Information Purposes Only)

Agency Data

Agriculture Consumer Services
SOC Category: OFFICIALS AND ADMINISTRATORS ==== Subcategory:  OFFICIALS AND ADMINISTRATORS

Agency Data



% Employed 32.6 51.6 6.3 6.3 0.0 1.1 0.0 2.1 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 61.1 15.8 9.5 5.3 0.0

# Expected 37 35 6 10 3 2 2 2 1 1 0 0 1 1 50 27 9
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% Employed 8.3 50.0 16.7 25.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 75.0 41.7 0.0 8.3 0.0

# Expected 3 6 1 3 1 1 1 1 1 1 0 0 1 1 12 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 -2 0 1 0 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -3 -5 -2

% Difference -11.6 5.6 10.2 5.0 -1.2 -3.7 -0.7 -1.3 -0.1 -0.4 0.0 0.0 -0.5 -1.2 5.2 7.8 -9.3

Labor Force Standard
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N.C. Population (Information Purposes Only)

Labor Force Standard



% 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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% 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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N.C. Population (Information Purposes Only)

SOC Category: MANAGEMENT RELATED ==== Subcategory:  FINANCE SPECIALISTS

Agency Data

Labor Force Standard

N.C. Population (Information Purposes Only)

SOC Category: MANAGEMENT RELATED ==== Subcategory:  MARKETING OCCUPATIONS



# 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

# 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
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% Difference 30.2 -5.1 -7.0 -4.2 -1.6 -0.9 -9.2 -1.1 -0.2 -0.2 0.0 0.0 0.0 -0.7 -11.5 -22.8 -3.3
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SOC Category: PROFESSIONALS ==== Subcategory:  ARCHITECTURE AND ENGINEERING OCCUPATIONS

Agency Data

Labor Force Standard

N.C. Population (Information Purposes Only)
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NHPI
Male

NHPI
Fem

Two+
Male

Two+
Fem

Ethn
Unk Total

Tot
Fem

Tot
Mnrt Disab Vets

Nat
Guard

# Employed 6 1 0 0 0 0 0 0 0 0 0 0 0 0 0 7 1 0 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 0.0

# 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 2.5 0.6 0.4 0.4 0.9 0.0 0.0 0.4 0.9 62.5 34.6 9.3

SOC Category: PROFESSIONALS ==== Subcategory:  LIFE, PHYSICAL AND SOCIAL SCIENCE OCCUP

Agency Data

Labor Force Standard

N.C. Population (Information Purposes Only)

SOC Category: PROFESSIONALS ==== Subcategory:  COMMUNITY, SOC SERV AND RELIGIOUS OCCUP

Agency Data

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

% 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

White
Male

White
Fem

Black
Male

Black
Fem

Hisp
Male

Hisp
Fem

Asian
Male

Asian
Fem

AIAN
Male

AIAN
Fem

NHPI
Male

NHPI
Fem

Two+
Male

Two+
Fem

Ethn
Unk Total

Tot
Fem

Tot
Mnrt Disab Vets

Nat
Guard

# Employed 3 0 0 0 0 0 0 0 0 0 0 0 0 0 0 3 0 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 0.0

# 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

% 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

N.C. Population (Information Purposes Only)

SOC Category: PROFESSIONALS ==== Subcategory:  LEGAL OCCUPATIONS

Agency Data

Labor Force Standard

N.C. Population (Information Purposes Only)



White
Male

White
Fem

Black
Male

Black
Fem

Hisp
Male

Hisp
Fem

Asian
Male

Asian
Fem

AIAN
Male

AIAN
Fem

NHPI
Male

NHPI
Fem

Two+
Male

Two+
Fem

Ethn
Unk Total

Tot
Fem

Tot
Mnrt Disab Vets

Nat
Guard

# Employed 2 1 0 0 0 0 0 0 0 0 0 0 0 0 0 3 1 0 0 0 0

% Employed 66.7 33.3 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 33.3 0.0 0.0 0.0 0.0

# 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 2.5 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 48.4 -21.1 -3.8 -14.9 -0.8 -2.5 -1.1 -1.6 -0.1 -0.7 0.0 0.0 -0.4 -1.2 -40.8 -25.5 -9.3

% 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

White
Male

White
Fem

Black
Male

Black
Fem

Hisp
Male

Hisp
Fem

Asian
Male

Asian
Fem

AIAN
Male

AIAN
Fem

NHPI
Male

NHPI
Fem

Two+
Male

Two+
Fem

Ethn
Unk Total

Tot
Fem

Tot
Mnrt Disab Vets

Nat
Guard

# Employed 5 10 0 0 0 1 0 0 0 0 0 0 0 0 0 16 11 1 1 0 0

% Employed 31.3 62.5 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 68.8 6.3 6.3 0.0 0.0

# Expected 7 7 2 1 1 1 1 1 1 1 0 0 1 1 11 9 2

SOC Category: PROFESSIONALS ==== Subcategory:  EDUCATION, TRAINING AND LIBRARY OCCUP

Agency Data

Labor Force Standard

N.C. Population (Information Purposes Only)

SOC Category: PROFESSIONALS ==== Subcategory:  ARTS, DESIGN, ENTERTAIN AND MEDIA OCCUP

Agency Data

Labor Force Standard



% 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 -2 3 -2 -1 -1 0 -1 -1 -1 -1 0 0 -1 -1 0 -8 -1

% Difference -8.3 22.7 -6.4 -4.7 -2.6 3.0 -1.0 -1.0 -0.1 -0.2 0.0 0.0 -0.7 -0.7 19.8 -13.0 -3.0

% 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

White
Male

White
Fem

Black
Male

Black
Fem

Hisp
Male

Hisp
Fem

Asian
Male

Asian
Fem

AIAN
Male

AIAN
Fem

NHPI
Male

NHPI
Fem

Two+
Male

Two+
Fem

Ethn
Unk Total

Tot
Fem

Tot
Mnrt Disab Vets

Nat
Guard

# Employed 10 17 0 2 0 0 1 0 0 0 0 0 0 0 0 30 19 3 1 1 0

% Employed 33.3 56.7 0.0 6.7 0.0 0.0 3.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 63.3 10.0 3.3 3.3 0.0

# Expected 10 15 1 2 1 1 1 1 1 1 0 0 1 1 20 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 -2

% Difference 1.7 9.3 -2.8 0.2 -1.2 -2.1 0.5 -3.1 -0.2 -0.4 0.0 0.0 -0.6 -1.2 3.8 -9.1 -6.0

N.C. Population (Information Purposes Only)

N.C. Population (Information Purposes Only)

SOC Category: PROFESSIONALS ==== Subcategory:  HEALTHCARE PRACTITIONERS

Agency Data

Labor Force Standard



% 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

White
Male

White
Fem

Black
Male

Black
Fem

Hisp
Male

Hisp
Fem

Asian
Male

Asian
Fem

AIAN
Male

AIAN
Fem

NHPI
Male

NHPI
Fem

Two+
Male

Two+
Fem

Ethn
Unk Total

Tot
Fem

Tot
Mnrt Disab Vets

Nat
Guard

# Employed 7 26 0 3 0 0 0 0 0 0 0 0 0 0 0 36 29 3 1 0 0

% Employed 19.4 72.2 0.0 8.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 80.6 8.3 2.8 0.0 0.0

# Expected 5 19 2 8 1 1 1 1 1 1 0 0 1 1 30 16 4

% Expected 11.4 52.3 4.9 22.1 1.1 2.4 1.0 2.0 0.2 0.8 0.0 0.0 0.4 1.4 79.6 34.5 9.3

# Difference 2 7 -2 -5 -1 -1 -1 -1 -1 -1 0 0 -1 -1 -1 -13 -3

% Difference 8.0 19.9 -4.9 -13.8 -1.1 -2.4 -1.0 -2.0 -0.2 -0.8 0.0 0.0 -0.4 -1.4 1.0 -26.2 -6.5

% 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

White
Male

White
Fem

Black
Male

Black
Fem

Hisp
Male

Hisp
Fem

Asian
Male

Asian
Fem

AIAN
Male

AIAN
Fem

NHPI
Male

NHPI
Fem

Two+
Male

Two+
Fem

Ethn
Unk Total

Tot
Fem

Tot
Mnrt Disab Vets

Nat
Guard

# Employed 3 8 0 1 0 0 0 0 0 0 0 0 0 0 0 12 9 1 1 0 0

% Employed 25.0 66.7 0.0 8.3 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 75.0 8.3 8.3 0.0 0.0

SOC Category: TECHNICIANS AND TECHNOLOGISTS ==== Subcategory:  HEALTH TECHNOLOGISTS

Agency Data

Labor Force Standard

N.C. Population (Information Purposes Only)

SOC Category: TECHNICIANS AND TECHNOLOGISTS ==== Subcategory:  DRAFTERS, ENGINEERING & MAPPING TECHNOL

Agency Data



# Expected 8 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 -5 6 -2 0 -1 -1 -1 -1 -1 0 0 0 -1 -1 4 -7 -1

% Difference -39.6 53.5 -10.6 4.3 -3.2 -0.8 -1.4 -0.2 -0.5 0.0 0.0 0.0 -1.4 -0.1 56.8 -12.4 -1.0

% 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

White
Male

White
Fem

Black
Male

Black
Fem

Hisp
Male

Hisp
Fem

Asian
Male

Asian
Fem

AIAN
Male

AIAN
Fem

NHPI
Male

NHPI
Fem

Two+
Male

Two+
Fem

Ethn
Unk Total

Tot
Fem

Tot
Mnrt Disab Vets

Nat
Guard

# Employed 67 22 6 3 2 1 4 1 0 0 0 0 0 1 0 107 28 18 5 5 0

% Employed 62.6 20.6 5.6 2.8 1.9 0.9 3.7 0.9 0.0 0.0 0.0 0.0 0.0 0.9 0.0 100.0 26.2 16.8 4.7 4.7 0.0

# Expected 41 30 9 15 3 4 2 3 1 1 0 0 1 1 53 38 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 47.1 32.4 9.3

# Difference 26 -8 -3 -12 -1 -3 2 -2 -1 -1 0 0 -1 0 -25 -20 -5

% Difference 24.5 -7.4 -2.8 -10.4 -0.7 -2.4 2.1 -1.2 -0.7 -0.5 0.0 0.0 -0.9 0.3 -20.9 -15.6 -4.6

Labor Force Standard

N.C. Population (Information Purposes Only)

SOC Category: TECHNICIANS AND TECHNOLOGISTS ==== Subcategory:  LIFE, PHYSICAL & SOCIAL SCIENCE TECHNOL

Agency Data

Labor Force Standard



% 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

White
Male

White
Fem

Black
Male

Black
Fem

Hisp
Male

Hisp
Fem

Asian
Male

Asian
Fem

AIAN
Male

AIAN
Fem

NHPI
Male

NHPI
Fem

Two+
Male

Two+
Fem

Ethn
Unk Total

Tot
Fem

Tot
Mnrt Disab Vets

Nat
Guard

# Employed 1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 1 0 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 0.0

# 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 2.4 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

% 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

White
Male

White
Fem

Black
Male

Black
Fem

Hisp
Male

Hisp
Fem

Asian
Male

Asian
Fem

AIAN
Male

AIAN
Fem

NHPI
Male

NHPI
Fem

Two+
Male

Two+
Fem

Ethn
Unk Total

Tot
Fem

Tot
Mnrt Disab Vets

Nat
Guard

N.C. Population (Information Purposes Only)

SOC Category: ADMINISTRATIVE SUPPORT ==== Subcategory:  ADMINISTRATIVE SUPPORT SUPERVISORS

Agency Data

Labor Force Standard

N.C. Population (Information Purposes Only)

SOC Category: ADMINISTRATIVE SUPPORT ==== Subcategory:  ADMINISTRATIVE SUPPORT OCCUPATIONS

Agency Data



# Employed 25 120 4 28 2 4 0 0 0 4 0 0 0 1 0 188 157 43 13 5 0

% Employed 13.3 63.8 2.1 14.9 1.1 2.1 0.0 0.0 0.0 2.1 0.0 0.0 0.0 0.5 0.0 100.0 83.5 22.9 6.9 2.7 0.0

# Expected 28 97 12 35 3 8 1 3 1 2 0 1 1 3 145 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 32.1 9.3

# Difference -3 23 -8 -7 -1 -4 -1 -3 -1 2 0 -1 -1 -2 12 -22 -5

% Difference -1.2 12.3 -3.9 -3.6 -0.3 -1.7 -0.5 -1.1 -0.1 1.4 0.0 -0.1 -0.4 -0.7 7.9 -9.2 -2.4

% 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

White
Male

White
Fem

Black
Male

Black
Fem

Hisp
Male

Hisp
Fem

Asian
Male

Asian
Fem

AIAN
Male

AIAN
Fem

NHPI
Male

NHPI
Fem

Two+
Male

Two+
Fem

Ethn
Unk Total

Tot
Fem

Tot
Mnrt Disab Vets

Nat
Guard

# Employed 2 0 0 0 0 0 0 0 0 0 0 0 0 0 0 2 0 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 0.0

# 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 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

# 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

Labor Force Standard

N.C. Population (Information Purposes Only)

SOC Category: PROTECTIVE SERVICES ==== Subcategory:  PROTECTIVE SERVICES SUPERVISORS

Agency Data

Labor Force Standard



% 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

White
Male

White
Fem

Black
Male

Black
Fem

Hisp
Male

Hisp
Fem

Asian
Male

Asian
Fem

AIAN
Male

AIAN
Fem

NHPI
Male

NHPI
Fem

Two+
Male

Two+
Fem

Ethn
Unk Total

Tot
Fem

Tot
Mnrt Disab Vets

Nat
Guard

# Employed 86 1 4 1 0 0 0 0 1 0 0 0 1 0 0 94 2 7 11 3 0

% Employed 91.5 1.1 4.3 1.1 0.0 0.0 0.0 0.0 1.1 0.0 0.0 0.0 1.1 0.0 0.0 100.0 2.1 7.4 11.7 3.2 0.0

# Expected 52 12 16 8 4 2 1 1 1 1 0 1 2 1 24 34 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 34 -11 -12 -7 -4 -2 -1 -1 0 -1 0 -1 -1 -1 -22 -27 2

% Difference 36.6 -10.9 -12.5 -6.9 -3.3 -1.1 -0.6 -0.2 0.1 -0.3 0.0 -0.1 -0.2 -0.4 -19.5 -23.9 2.4

% 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

White
Male

White
Fem

Black
Male

Black
Fem

Hisp
Male

Hisp
Fem

Asian
Male

Asian
Fem

AIAN
Male

AIAN
Fem

NHPI
Male

NHPI
Fem

Two+
Male

Two+
Fem

Ethn
Unk Total

Tot
Fem

Tot
Mnrt Disab Vets

Nat
Guard

N.C. Population (Information Purposes Only)

N.C. Population (Information Purposes Only)

SOC Category: SERVICE ==== Subcategory:  SERVICE SUPERVISORS

SOC Category: PROTECTIVE SERVICES ==== Subcategory:  PROTECTIVE SERVICES OCCUPATIONS

Agency Data

Labor Force Standard



# Employed 0 2 1 0 0 0 1 0 0 0 0 0 0 0 0 4 2 2 0 0 0

% Employed 0.0 50.0 25.0 0.0 0.0 0.0 25.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 0.0 100.0 50.0 50.0 0.0 0.0 0.0

# Expected 2 1 1 1 1 1 1 1 1 1 1 0 1 1 5 8 1

% Expected 37.1 24.0 11.9 10.3 6.7 3.4 2.4 1.2 0.5 0.4 0.1 0.0 0.7 1.5 39.3 36.8 9.3

# Difference -2 1 0 -1 -1 -1 0 -1 -1 -1 -1 0 -1 -1 -3 -6 -1

% Difference -37.1 26.0 13.1 -10.3 -6.7 -3.4 22.6 -1.2 -0.5 -0.4 -0.1 0.0 -0.7 -1.5 10.7 13.2 -9.3

% 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

White
Male

White
Fem

Black
Male

Black
Fem

Hisp
Male

Hisp
Fem

Asian
Male

Asian
Fem

AIAN
Male

AIAN
Fem

NHPI
Male

NHPI
Fem

Two+
Male

Two+
Fem

Ethn
Unk Total

Tot
Fem

Tot
Mnrt Disab Vets

Nat
Guard

# Employed 0 3 0 0 1 0 0 2 0 0 0 0 0 0 0 6 5 3 0 1 0

% 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 0.0

# Expected 1 3 1 3 1 1 1 1 1 1 0 0 1 1 9 10 1

% Expected 5.9 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 47.1 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

Agency Data

Labor Force Standard

N.C. Population (Information Purposes Only)

SOC Category: SERVICE ==== Subcategory:  HEALTHCARE SUPPORT OCCUPATIONS

Agency Data

Labor Force Standard



% 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

White
Male

White
Fem

Black
Male

Black
Fem

Hisp
Male

Hisp
Fem

Asian
Male

Asian
Fem

AIAN
Male

AIAN
Fem

NHPI
Male

NHPI
Fem

Two+
Male

Two+
Fem

Ethn
Unk Total

Tot
Fem

Tot
Mnrt Disab Vets

Nat
Guard

# Employed 9 13 1 3 0 0 0 0 0 2 0 0 0 0 0 28 18 6 1 1 0

% Employed 32.1 46.4 3.6 10.7 0.0 0.0 0.0 0.0 0.0 7.1 0.0 0.0 0.0 0.0 0.0 100.0 64.3 21.4 3.6 3.6 0.0

# Expected 6 10 4 4 2 3 1 1 1 1 1 0 1 1 19 17 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 3 3 -3 -1 -2 -3 -1 -1 -1 1 -1 0 -1 -1 -1 -11 -2

% Difference 11.3 13.2 -7.9 -1.8 -7.0 -8.1 -1.3 -1.5 -0.4 6.5 -0.1 0.0 -1.3 -1.7 8.4 -21.5 -5.7

% 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

White
Male

White
Fem

Black
Male

Black
Fem

Hisp
Male

Hisp
Fem

Asian
Male

Asian
Fem

AIAN
Male

AIAN
Fem

NHPI
Male

NHPI
Fem

Two+
Male

Two+
Fem

Ethn
Unk Total

Tot
Fem

Tot
Mnrt Disab Vets

Nat
Guard

N.C. Population (Information Purposes Only)

SOC Category: SERVICE ==== Subcategory:  FOOD AND BEVERAGE OCCUPATIONS

Agency Data

Labor Force Standard

N.C. Population (Information Purposes Only)

SOC Category: SERVICE ==== Subcategory:  BUILDING AND GROUNDS OCCUPATIONS



# Employed 0 0 0 0 3 0 0 0 0 0 0 0 0 0 0 3 0 3 0 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 0.0

# 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 11.7 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

% 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

White
Male

White
Fem

Black
Male

Black
Fem

Hisp
Male

Hisp
Fem

Asian
Male

Asian
Fem

AIAN
Male

AIAN
Fem

NHPI
Male

NHPI
Fem

Two+
Male

Two+
Fem

Ethn
Unk Total

Tot
Fem

Tot
Mnrt Disab Vets

Nat
Guard

# Employed 29 2 2 2 0 0 2 0 1 0 0 0 0 0 0 38 4 7 1 2 0

% Employed 76.3 5.3 5.3 5.3 0.0 0.0 5.3 0.0 2.6 0.0 0.0 0.0 0.0 0.0 0.0 100.0 10.5 18.4 2.6 5.3 0.0

# Expected 25 4 5 2 3 1 1 1 1 1 0 0 1 1 9 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 4 -2 -3 0 -3 -1 1 -1 0 -1 0 0 -1 -1 -5 -8 -3

Labor Force Standard

N.C. Population (Information Purposes Only)

SOC Category: SKILLED CRAFT ==== Subcategory:  SKILLED CRAFT SUPERVISORS

Agency Data

Agency Data

Labor Force Standard



% Difference 12.7 -2.9 -7.0 1.5 -7.3 -1.2 4.5 -0.3 1.5 -0.2 0.0 0.0 -0.8 -0.2 -3.2 -8.6 -6.7

% 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

White
Male

White
Fem

Black
Male

Black
Fem

Hisp
Male

Hisp
Fem

Asian
Male

Asian
Fem

AIAN
Male

AIAN
Fem

NHPI
Male

NHPI
Fem

Two+
Male

Two+
Fem

Ethn
Unk Total

Tot
Fem

Tot
Mnrt Disab Vets

Nat
Guard

# Employed 263 73 4 3 3 1 0 2 1 1 0 0 2 1 0 354 81 18 18 19 0

% Employed 74.3 20.6 1.1 0.8 0.8 0.3 0.0 0.6 0.3 0.3 0.0 0.0 0.6 0.3 0.0 100.0 22.9 5.1 5.1 5.4 0.0

# Expected 121 20 31 9 130 35 2 2 6 1 0 0 3 1 67 216 33

% Expected 34.0 5.5 8.6 2.4 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 142 53 -27 -6 -127 -34 -2 0 -5 0 0 0 -1 0 14 -198 -15

% Difference 40.3 15.1 -7.5 -1.6 -35.7 -9.4 -0.3 0.1 -1.3 0.2 0.0 0.0 0.0 0.2 4.7 -54.6 -4.2

% 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

N.C. Population (Information Purposes Only)

SOC Category: SKILLED CRAFT ==== Subcategory:  FARMING, FISHING & FORESTRY OCCUPATIONS

Agency Data

Labor Force Standard

N.C. Population (Information Purposes Only)



White
Male

White
Fem

Black
Male

Black
Fem

Hisp
Male

Hisp
Fem

Asian
Male

Asian
Fem

AIAN
Male

AIAN
Fem

NHPI
Male

NHPI
Fem

Two+
Male

Two+
Fem

Ethn
Unk Total

Tot
Fem

Tot
Mnrt Disab Vets

Nat
Guard

# Employed 1 0 0 0 0 0 1 0 0 0 0 0 0 0 0 2 0 1 0 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 0.0

# Expected 2 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 29.9 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 -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

% 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

White
Male

White
Fem

Black
Male

Black
Fem

Hisp
Male

Hisp
Fem

Asian
Male

Asian
Fem

AIAN
Male

AIAN
Fem

NHPI
Male

NHPI
Fem

Two+
Male

Two+
Fem

Ethn
Unk Total

Tot
Fem

Tot
Mnrt Disab Vets

Nat
Guard

# Employed 74 1 4 2 3 1 6 0 0 0 0 0 0 0 1 92 4 16 6 6 0

% Employed 80.4 1.1 4.3 2.2 3.3 1.1 6.5 0.0 0.0 0.0 0.0 0.0 0.0 0.0 1.1 100.0 4.3 17.4 6.5 6.5 0.0

SOC Category: SKILLED CRAFT ==== Subcategory:  INSTALLATION, MAINTENANCE & REPAIR OCCUP

Agency Data

Labor Force Standard

SOC Category: SKILLED CRAFT ==== Subcategory:  CONSTRUCTION AND EXTRACTION OCCUPATIONS

Agency Data

Labor Force Standard

N.C. Population (Information Purposes Only)



# Expected 66 3 12 2 8 1 2 1 2 0 0 0 2 1 7 28 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 4 -1 -2 0 0 0 -2 -1 -3 -12 -3

% Difference 8.7 -1.2 -7.9 1.0 -5.2 0.7 5.4 -0.1 -1.1 0.0 0.0 0.0 -1.3 -0.1 0.3 -7.2 -2.8

% 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

White
Male

White
Fem

Black
Male

Black
Fem

Hisp
Male

Hisp
Fem

Asian
Male

Asian
Fem

AIAN
Male

AIAN
Fem

NHPI
Male

NHPI
Fem

Two+
Male

Two+
Fem

Ethn
Unk Total

Tot
Fem

Tot
Mnrt Disab Vets

Nat
Guard

# Employed 78 18 8 7 1 0 0 0 1 1 0 0 1 2 0 117 28 21 6 7 0

% Employed 66.7 15.4 6.8 6.0 0.9 0.0 0.0 0.0 0.9 0.9 0.0 0.0 0.9 1.7 0.0 100.0 23.9 17.9 5.1 6.0 0.0

# Expected 43 18 20 15 9 8 3 2 1 1 0 0 1 1 44 59 11

% Expected 36.0 14.9 16.5 12.4 7.6 6.2 2.4 1.6 0.6 0.4 0.0 0.0 0.8 0.4 35.5 47.7 9.3

# Difference 35 0 -12 -8 -8 -8 -3 -2 0 0 0 0 0 1 -16 -38 -5

% Difference 30.7 0.5 -9.7 -6.4 -6.7 -6.2 -2.4 -1.6 0.3 0.5 0.0 0.0 0.1 1.3 -11.6 -29.8 -4.2

N.C. Population (Information Purposes Only)

SOC Category: SKILLED CRAFT ==== Subcategory:  PRODUCTION OCCUPATIONS

Agency Data

Labor Force Standard



% 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

White
Male

White
Fem

Black
Male

Black
Fem

Hisp
Male

Hisp
Fem

Asian
Male

Asian
Fem

AIAN
Male

AIAN
Fem

NHPI
Male

NHPI
Fem

Two+
Male

Two+
Fem

Ethn
Unk Total

Tot
Fem

Tot
Mnrt Disab Vets

Nat
Guard

# Employed 31 0 4 0 1 0 1 1 1 0 0 0 0 0 0 39 1 8 1 3 0

% Employed 79.5 0.0 10.3 0.0 2.6 0.0 2.6 2.6 2.6 0.0 0.0 0.0 0.0 0.0 0.0 100.0 2.6 20.5 2.6 7.7 0.0

# Expected 17 4 11 3 3 1 1 1 1 1 0 0 1 1 10 22 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 14 -4 -7 -3 -2 -1 0 0 0 -1 0 0 -1 -1 -9 -14 -3

% Difference 36.2 -9.3 -16.5 -7.6 -3.7 -2.3 1.4 2.1 1.8 -0.3 0.0 0.0 -1.4 -0.3 -17.4 -25.3 -6.7

% 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

Agency Data

Labor Force Standard

N.C. Population (Information Purposes Only)

N.C. Population (Information Purposes Only)

SOC Category: SKILLED CRAFT ==== Subcategory:  TRANSPORTATION AND MATERIAL MOVING OCCUP



xecution Date : 1/29/26

White
Male

White
Fem

Black
Male

Black
Fem

Hisp
Male

Hisp
Fem

Asian
Male

Asian
Fem

AIAN
Male

AIAN
Fem

NHPI
Male

NHPI
Fem

Two+
Male

Two+
Fem

Ethn
Unk Total

Tot
Fem

Tot
Mnrt Disab Vets

Nat
Guard

# Employed 1,041 501 58 75 20 13 25 29 5 8 0 0 6 5 1 1,787 631 244 99 79 0

% Employed 58.3 28.0 3.2 4.2 1.1 0.7 1.4 1.6 0.3 0.4 0.0 0.0 0.3 0.3 0.1 100.0 35.3 13.7 5.5 4.4 0.0

# Expected 601 551 172 204 99 61 31 26 9 9 0 0 15 15 851 611 167

% 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 440 -50 -114 -129 -79 -48 -6 3 -4 -1 0 0 -9 -10 -220 -367 -68

% Difference 24.7 -2.8 -6.4 -7.2 -4.4 -2.7 -0.3 0.2 -0.2 -0.1 0.0 0.0 -0.5 -0.5 -12.2 -20.3 -3.8

% 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

B0170: Labor Force Standard - Agency Total (All Occupations)
as of DEC 2025 Based on 2020 Census

Labor Force Standard

N.C. Population (Information Purposes Only)

Agriculture Consumer Services

Agency Data
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