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Buncombe County Equal Employment 
Opportunity Plan (EEOP) 
Plan Statement 

Buncombe County is committed to the principle that equal employment opportunity in 
the public sector of the County must be afforded to all persons, regardless of race, natural hair 
or hairstyles, ethnicity, creed, color, sex, sexual orientation, gender identity or expression, 
national origin or ancestry, marital or familial status, pregnancy, veteran status, religious belief 
or non-belief, age, disability or any other legally protected class under federal or NC State law. 
No persons shall suffer discrimination with respect to employment or other terms or conditions 
of employment by reason of such person's status as enumerated above. 

Buncombe County recognizes that equal employment opportunity may be ensured only 
by a carefully administered and practiced program designed to eliminate any practices, 
standards or conditions tending to result in discrimination, and by initiating positive efforts in 
recruitment, examination, selection, promotion, pay, and training procedures to extend equal 
employment opportunities to all qualified persons without limiting, segregating, or classifying 
employees and applicants for employment in any way which would deprive any individual of 
employment opportunities or otherwise affect his or her status as an employee because of such 
individual's race, natural hair or hairstyles, ethnicity, creed, color, sex, sexual orientation, 
gender identity or expression, national origin or ancestry, marital or familial status, pregnancy, 
veteran status, religious belief or non-belief, age, disability or any other legally protected class 
under federal or NC State law. 

Objectives 
 To achieve and advance equity in employment opportunities for all qualified persons 

without regard to race, natural hair or hairstyles, ethnicity, creed, color, sex, sexual 

orientation, gender identity or expression, national origin or ancestry, marital or familial 

status, pregnancy, veteran status, religious belief or non-belief, age, disability or any 

other legally protected class under federal or NC State law. 

 To identify and remove any artificial, arbitrary or unnecessary barriers to employment 

which operate to discriminate on the basis of race, natural hair or hairstyles, ethnicity, 

creed, color, sex, sexual orientation, gender identity or expression, national origin or 

ancestry, marital or familial status, pregnancy, veteran status, religious belief or non-

belief, age, disability or any other legally protected class under federal or NC State law. 
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 To increase employment opportunities and equal participation of all qualified persons 

by eliminating non-job related factors, conditions and requirements from any job 

vacancies. 

 To evaluate the County's personnel activities and management to ensure compliance 

with state and federal employment regulations. 

 To align with the goals of the Racial Equity Action Plan.  

 To continue providing reasonable accommodation to employees and applicants with 

disabilities and for religious observances and practices.  

 To provide an environment that allows for employees and applicants for employment to 

report incidents of discrimination or harassment without fear of retaliation, and 

committed to take prompt action when an employee, workforce member or non-

employee has been found engaging in discrimination, retaliation or harassment 

(including sexual harassment) while conducting business on behalf of the County.  

Scope 
 The scope of this EEOP encompasses all phases of personnel management including, but 

not limited to, recruitment, applicant screening, examination, hiring, transfer, 

promotion, discipline, termination, compensation, benefits, and training.  

 The Human Resources Director will oversee a program of outreach recruitment of 

qualified non-majority individuals for County employment and endeavor to attract such 

persons using a variety of recruitment methods and sources, including diversity focused 

websites and social media advertisements.  

 The Human Resources Director will ensure that actions during employment, such as 

transfers, promotions and training opportunities will be available and accessible to all 

on a job-related basis. They will further ensure that all applicable personnel actions do 

not result in unlawful discrimination.  

 Personnel data, including applicant and workforce demographics and disaggregated 

promotion and disciplinary action information will be gathered and stored in such a way 

that allows it to be monitored and reportable as necessary.  

 All department heads will be responsible for implementing, practicing, and ensuring 

equal employment opportunity within their department. All department heads, 

managers and supervisors will be required to ensure their employees are aware of anti-

discrimination practices and how to report such incidents, as outlined in County policies 

and procedures. 

 The Human Resources Department will provide annual workplace anti-discrimination 

and anti-harassment trainings to all staff.  
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 Utilization Reports will be produced annually, which will include a compilation key 

employment data, organized by race, national origin and sex related to the following 

employment actions across major job categories: Recruitment; Applicant screening; 

Hiring; Promotion; Termination; Transfer; and Discipline. Reports will include analysis of 

underutilization and include objectives as needed regarding policy or practice 

enhancements to increase equal opportunity and representation. Utilization reports and 

related certifications will be submitted as needed to third parties for the purpose of 

compliance with federal funding regulations. 

 This EEOP and Utilization Reports will be disseminated for inspection by County 

employees via the organizational intranet site, and the information will be externally 

disseminated to the public via the County website. Applicants, vendors and contractors 

will be notified in writing that the County has developed an EEOP and that it is available 

on request for review. The Human Resources Department will be available to explain 

the purposes and objectives of the Equal Employment Opportunity Plan to all County 

employees. 

 The County will continue to support the work of equity focused teams tasked with 

obtaining and maintaining data and data sources, review and revision of policies, 

procedures and protocols, all with the focus of continuing our efforts towards a more 

equitable workforce. County department heads will ensure representation in such 

groups from diverse workforce members and allow for active participation in such 

groups.  

 All employees are an integral part of ensuring our core values of respect, honesty, 

integrity, collaboration and equity are put into action, and are thus held responsible for 

maintaining a workplace free from discrimination and to commit to ensuring a 

workplace of equity and inclusiveness.  

Administration 
 Buncombe County’s Human Resources Director shall be responsible for the overall 

coordination of this program of Equal Employment Opportunity. The Human Resource 

Director shall monitor and analyze Buncombe County employment patterns monthly in 

accordance with the Equal Employment Opportunity Plan. 

 All department heads and County departments shall cooperate with the Human 

Resources Director in the continued implementation of this program. 

 Any employee or applicant for employment with Buncombe County who believes they 

have suffered discrimination on the basis of  race, natural hair or hairstyles, ethnicity, 

creed, color, sex, sexual orientation, gender identity or expression, national origin or 
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ancestry, marital or familial status, pregnancy, veteran status, religious belief or non-

belief, age, disability or any other legally protected class under federal or NC State law 

and is in violation of the policies set forth herein is encouraged to bring such claim to 

the attention of the Human Resources Director. Any employee of Buncombe County 

who fails to comply with this policy is subject to appropriate disciplinary action. 

 



EEO Utilization Report

Organization Information

Name: Buncombe County

City: Asheville

State: NC

Zip: 28801

Type: County/Municipal Government(not law enforcement)

Wed 09-29-2021 15:59:37 EDT



Step 1: Introductory Information

Policy Statement:

Buncombe County Governmentrealizes the importance of a diverse professional workforce and the needto foster a

responsive and innovative organizational culture, one thatfully engagesall of our employees, honoring and building on

each employee's unique experiences, opinions, and perspective.

It is the policy of Buncombe County to provide equal employment opportunities (EEO) to all persons regardless race,

natural hairor hairstyles, ethnicity, creed, color, sex, sexual orientation, gender identity or expression, national origin or

ancestry, marital or familial status, pregnancy, veteran status, religious belief or non-belief, age,or disability or any other

legally protected class underfederal or NC State law. EEO practices and employment decisions regarding recruitment,

hiring, assignment, promotion and compensation shall not be based on anyof these protected classes. In addition, the

County expressly prohibits any form of workplace harassmentordiscrimination.

Applicants for employmentare invited to participate in the affirmative action program by reporting their status as a

protected veteran or other minority. In extending this invitation, we advise you that: (a) workers (applicants) are under no

obligation to respond but may dosoin the future if they choose; (b) responseswill remain confidential within the human

resource department; and (c) responseswill be used only for the necessary information to include in our affirmative action

program. Weare an organization that values diversity. We actively encourage women, minorities, veterans and disabled

employeesto apply. Refusal to provide this information will have no bearing on your application and will not subject you to

any adversetreatment.
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Step 4b: Narrative of Interpretation

In reviewing the Utilization Analysis Chart, the Human Resources Department for Buncombe County has made the

following observations regarding our underutilization of employees of a particular race or sex. We haveidentified

significant underutilization by addressing -5% or greater.

Buncombe County has an underutilization of white females in the Non-sworn Protective Services, and

Service/Maintenancejob category.

Buncombe County has an underutilization of Black males in the Sworn Protective Services job category.

Buncombe County has an underutilization of Hispanic or Latino males in the Non-sworn Protective Services job category.

Buncombe County has an underutilization of white males in the Administrative Support, and Professional job category.

Equity is a strategic initiative for Buncombe County, and ongoing work is being done to addressinequities in business

practices and organizational structure across all County departments, including Human Resources.In keeping with

Buncombe County's commitment to having a diverse and inclusive workforce that is a reflection of the of the local

population, the Countywill continue to examineits recruitment and retention practices in an effort to attract more females

and under-represented populations in general, and also focus on the specific job categories assetforth in this report.

Step 5: Objectives and Steps

1. Our objective is to provide equal employment opportunities for Black or African American males whenfilling

available vacancies in the Sworn Protective Services job category.

a. Assess and recalibrate our action plan to ensure support of identified equity goals contained in the Buncombe

County Strategic plan and HR BusinessPlan,including an inclusive recruitment and retention strategy.

b. Foster community engagement with an emphasis on recruiting applicants from underutilized populations for open
positions with the County.

c. Build a networkof like-minded community partners such as the Asheville Chamber of Commerce and the Western

North Carolina Community EngagementCoalition to share employmentbest practices and promote opportunities for
training.

d. Require training for all interview panel members regarding the benefits of hiring a diverse and inclusive workforce,

and instruct hiring managers on appropriate interview techniques that support equity in the hiring process.

e. Increase numberof equity related trainings for all staff regarding the benefits of a diverse and inclusive workforce,
and how to create an internal culture of belonging.

f. Implementstrategic priorities and components of the Racial Equity Action Plan that support our goalof a diverse

andinclusive workforce.

g. Advertise all external Buncombe County job vacancies on websites that reach a variety of diverse andinclusive

audiences,while continuing to post all vacancies on the Buncombe County Recruitment page,and with the North

Carolina Department of Commerce Employment Security Division.

h. Review our HRIS applicant tracking system for opportunities for improvementrelated to equity and determine
whatactionable steps can be taken within the next year.

i. Audit Buncombe Countys application and hiring practices using a recognized equity analysis tool and share the

results with the County's newly hired Chief Equity and Human Rights Officer to develop and enhancea strategic
approachto hiring a more diverse andinclusive workforce.

2. Our objective is to provide equal employment opportunities for white males whenfilling available vacancies

in the Administrative Support, or Professional job categories.

a. Assessand recalibrate our action plan to ensure support ofidentified equity goals contained in the Buncombe

County Strategic plan and HR BusinessPlan, including an inclusive recruitment and retention strategy.

USDO4J, Office of Justice Programs, EEO Utilization Report page 3 of 9



b. Foster community engagement with an emphasis on recruiting applicants from underutilized populations for open
positions with the County.

c. Build a network of like-minded community partners such as the Asheville Chamber of Commerce and the Western

North Carolina Community Engagement Coalition to share employmentbest practices and promote opportunities for
training.

d. Requiretraining for all interview panel members regarding the benefits of hiring a diverse and inclusive workforce,

and instruct hiring managers on appropriate interview techniques that support equity in the hiring process.

e. Increase numberof equity related trainings for all staff regarding the benefits of a diverse and inclusive workforce,
and how to create an internal culture of belonging.

f. Implementstrategic priorities and components of the Racial Equity Action Plan that support our goalof a diverse

and inclusive workforce.

g. Advertise all external Buncombe County job vacancies on websites that reach a variety of diverse and inclusive

audiences,while continuing to post all vacancies on the Buncombe County Recruitment page, and with the North

Carolina Department of Commerce Employment Security Division.

h. Review our HRIS applicant tracking system for opportunities for improvementrelated to equity and determine

whatactionable steps can be taken within the next year.

i. Audit Buncombe Countys application and hiring practices using a recognized equity analysis tool and share the

results with the County's newly hired Chief Equity and Human Rights Officer to develop and enhancea strategic

approachto hiring a more diverse andinclusive workforce.

3. Our objective is to provide equal employment opportunities for white females whenfilling available

vacancies in the Non-swornProtective Services or Service/Maintenance job categories.

a. Assess and recalibrate our action plan to ensure support of identified equity goals contained in the Buncombe

County Strategic plan and HR BusinessPlan,including an inclusive recruitment and retention strategy.

b. Foster community engagement with an emphasis on recruiting applicants from underutilized populations for open

positions with the County.

c. Build a networkof like-minded community partners such as the Asheville Chamber of Commerce and the Western

North Carolina Community Engagement Coalition to share employmentbest practices and promote opportunities for

training.

d. Require training for all interview panel members regarding the benefits of hiring a diverse and inclusive workforce,

and instruct hiring managers on appropriate interview techniques that support equity in the hiring process.

e. Increase numberof equity related trainings for all staff regarding the benefits of a diverse and inclusive workforce,

and how to create an internal culture of belonging.

f. Implementstrategic priorities and components of the Racial Equity Action Plan that support our goal of a diverse
and inclusive workforce.

g. Advertise all external Buncombe County job vacancies on websites that reach a variety of diverse and inclusive

audiences, while continuing to postall vacancies on the Buncombe County Recruitment page, and with the North

Carolina Department of Commerce Employment Security Division.

h. Review our HRIS applicant tracking system for opportunities for improvementrelated to equity and determine

whatactionable steps can be taken within the next year.

i. Audit Buncombe Countys application and hiring practices using a recognized equity analysis tool and share the

results with the County's newly hired Chief Equity and Human Rights Officer to develop and enhancea strategic
approachto hiring a more diverse and inclusive workforce.

4. Our objective is to provide equal employment opportunities for Hispanic or Latino males whenfilling

available vacancies in the Non-sworn Protective Services job category.

a. Assess and recalibrate our action plan to ensure support ofidentified equity goals contained in the Buncombe

County Strategic plan and HR Business Plan, including an inclusive recruitment and retention strategy.

b. Foster community engagement with an emphasis onrecruiting applicants from underutilized populations for open

positions with the County.

c. Build a networkof like-minded community partners such as the Asheville Chamber of Commerce and the Western

North Carolina Community Engagement Coalition to share employmentbest practices and promote opportunities for
training.
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d. Require training for all interview panel members regarding the benefits of hiring a diverse and inclusive workforce,

andinstruct hiring managers on appropriate interview techniques that support equity in the hiring process.

e. Increase numberof equity related trainingsfor all staff regarding the benefits of a diverse and inclusive workforce,
and how to create an internal culture of belonging.

f. Implementstrategic priorities and components of the Racial Equity Action Plan that support our goal ofa diverse
and inclusive workforce.

g. Advertise all external Buncombe County job vacancies on websites that reach a variety of diverse and inclusive

audiences, while continuing to post all vacancies on the Buncombe County Recruitment page, and with the North

Carolina Department of Commerce Employment Security Division.

h. Review our HRIS applicant tracking system for opportunities for improvementrelated to equity and determine

whatactionable steps can be taken within the next year.

i. Audit Buncombe Countys application and hiring practices using a recognized equity analysis tool and share the

results with the County's newly hired Chief Equity and Human Rights Officer to develop and enhancea strategic

approachto hiring a more diverse and inclusive workforce.

Step 6: Internal Dissemination

The current EEO Utilization Report and EEOPwill be posted on the internal employee intranet page that only employees

Can access.

A printed copy of the EEO Utilization Report and EEOPwill be madeavailable in the Human Resources Lobby.

Step 7: External Dissemination

Visitors to the Buncombe County Human Resourcespublic facing website can review and download the complete EEO

Utilization Report and EEO Plan.

Buncombe County Human Resourceswill make available our non-discrimination statement on the Buncombe County

Human Resourcespublic facing website.

A printed copy of the EEO Utilization Report and EEOPwill be madeavailable in the Human Resources Lobby.

USDO4J, Office of Justice Programs, EEO Utilization Report page 5 of 9
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| understand the regulatory obligation under 28 C.F.R. ~ 42.301-.308 to collect and maintain

extensive employmentdata by race, national origin, and sex, even though our organization may not

use all of this data in completing the EEO Utilization Report.

| have reviewed the foregoing EEO Utilization Report and certify the accuracy of the reported

workforce data and our organization's employmentpolicies.

So eeDrceh  9250-2/
——nature] [title] [date]
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