Cleveland County Board of Commissioners
September 18, 2018

The Cleveland County Board of Commissioners met in a regular session on this date, at the hour of 6:00
p.m. in the Commission Chamber of the Cleveland County Administrative Offices.

PRESENT: Eddie Holbrook, Chairman
Susan Allen, Commissioner
Johnny Hutchins, Commissioner
Ronnie Whetstine, Commissioner
Doug Bridges, Commissioner
Brian Epley, County Manager
Elliot Engstrom, Senior Staff Attorney
Phyllis Nowlen, Clerk to the Board
Kerri Melton, Assistant County Manager
Allison Mauney, Human Resources Director
Chris Green, Tax Administrator
Shane Fox, Chief Financial Officer
Clifton Philbeck, Board of Elections Director
Lorie Poston, E-911Communications Director
Alan Norman, Sheriff

CALL TO ORDER

Chairman Holbrook called the meeting to order and Commissioner Hutchins provided the invocation and led
the audience in the Pledge of Allegiance.

AGENDA ADOPTION

ACTION: Commissioner Hutchins made the motion, seconded by Commissioner Whetstine and
unanimously approved by the Board to, approve the agenda with the following addition:
6. Community Support for the American Legion World Series

CITIZEN RECOGNITION

No citizen registered to speak.

CONSENT AGENDA

APPROVAL OF MINUTES

The Clerk to the Board included the Minutes of the September 4, 2018 regular meetings, in Board Members
packets.

ACTION: Commissioner Hutchins made a motion, seconded by Commissioner Allen, and passed
unanimously by the Board to, approve the minutes as written.

TAX COLLECTOR’S MONTHLY REPORT

The Tax Collector provided Commissioners with the following detailed written report regarding taxes

collected during August 2018.



TOTAL TAXES COLLECTED AUGUST 2018

538,478 400.47
$47,204 67
($18,388.49)
57 676.37
$3,281.83
$1,598.32
§337.as
$459.08
$12984
$282.96
$127.05

$38,521,207.78

50.00

$38,346 662 77

AMOUNT-VEH  COMBINED AMT

3335427109
51125687 07
$475 43739
$310,534.88
327215870
$224 373,85
$188,317 88
$139,282.68
3127.502.76
$123,802.21
$116,472.89

YEAR AMOUNT-REAL AMOUNT-VEH
DEF REV $0.00 $0.00
2018 3238,478,400.47 $0.00
2017 47,204 67 $0.00
2018 {318,388 49) 50.00
2015 8T ETE AT 50.00
2014 $3,281.83 £0.00
2013 $1.480.20 3216.02
2012 37546 226242
2011 £393.80 $65.28
2010 50.00 512964
2002 2197.32 3856684
2008 312705 $0.00
TOTALS $35 520448 78 §759.00
DISCOUNT ($191,886.03)
INTEREST $13,960.00 3409.60
TOLERANCE $131.17 {$0.50)
ADVERTISING $38g.02 $812.67
GARMNISHMEMNT 51,795.08
NSFIATTY $0.05
LEGAL FEES $0.00
TOTALS 338,344 838.97 21,781.77
MISC FEE 342,03 S0.00
TAXES COLL 538 344 881,00 51.781.77
$38,344 381.00 81.781.77
TOTAL TAXES UNCOLLECTED AUGUST 2018
AMOUNT-REAL
2018 $33,542,710.91 $0.00
2017 $1.125687.07 $0.00
2016 5475437 38 $0.00
2018 5310,534. 89 50.00
2014 $272,199.70 §0.00
2013 $157,524.80 $56.849.15
2012 3112183.58 $7H.134.33
2011 $82,090.80 357,191 88
2010 $73,554.88 £53,947.88
2008 $72.921.45 £50,980.76
2008 554, 19826 $82.27463
53827304371 536737863

336,646,422 34

TAX ABATEMENTS AND SUPPLEMENTS AND PENDING REFUNDS/RELEASES

The Tax Assessor provided Commissioners with a detailed written report regarding tax abatements and

supplements during August 2018 as well as pending refunds/releases. The monthly grand total of tax abatements

was listed as ($151,423.37) and monthly grand total for tax supplements was listed as $34,421.95.

FEMDING REFUNDS [ RELEASES [RECOMMENDED FOR APFROWVAL)

Zepiember 16, 2013

[ [ [
The folowing requests have been reviewsd by the Counly Assessor and fownd to be in order. They are hereby submitted for approval by the Cleveland County Board of Commision=s per G2, 105-231.
Zupporting decumentafion is on file in the Counby Assessor's Office. Staff Recomendafion: Approve Regquests.
REGUESTED TAX. FEES REGQUEST
HAME YEAR | RECEIFT HOTE WALUE CHANGE | DISTRICT| RATE & INTEREST FAID RELEASE REFUMD

Sardner-Webb University 2018 £387025 [Dweling removed prior fo 1/1/18 |recycle fes] 20,63 000 2083 0.00
Micha=] Todd Baldwin 18 | 4335845 |Vehicle sold prior to 171718, {34,295] 51 0.B275 X8a.79 oLD0 25379 0.00
Heverdy Morssorthy |Heirs| 2018 4385755 |Howse bumed prior to 1/1/18. [tox and recycle fe=] (28,749 1.1500 327.03 A27.03 D00 227,03
Deawgvne Caldwe 2018 421504567 |House bumed prior to 17118, [fox and recycls fms] {21, 808] 4 1.1500 90,03 o.00 20013 0.00
Rose Gibson 2018 | 4371357 |Dweling serviced by private hauker. |disposal fee] 45.37 L8237 4537

CTAL 59475 375.40

PENDING REFUNDS / RELEASES [RECOMBENDED TO DEMY)

54;|:'\:“1|n-=’ 16, 2018

The folowing requests have been reviewsd by the Counly Assessor and Senior 3toff Attorney. B & ther opinion that the stoted request dos:s not constitute a valid deferse to the tox mpossd orany part
thereof, as provided in G.5. 105-361. Swpporting documentation i on fie in the County Assessor's Office. Staff mcomendation: Deny reguests.

REGUESTED TAX, FEES REGIUEST
HAME YEAR [ RECEIFT NOTE VALUE CHANGE | DISTRICT| RATE & INTEREST FAID RELEAZE REFUMD
| rone currentiy)
TOTAL 0.00 0.00)




ACTION: Commissioner Hutchins made the motion, seconded by Commissioner Allen, and unanimously
adopted by the Board, to approve the Abatements and Supplements and Pending Refunds/Releases as submitted
by the Tax Assessor.

ORDER OF COLLECTION

ACTION: Commissioner Hutchins made the motion, seconded by Commissioner Allen, and unanimously

adopted by the Board, to approve the Order of Collection.

CLEVELAND COUNTY

Offices of the
BOARD OF COMMISSIONERS
COUNTY MANAGER
COUNTY ATTORNEY
COUNTY CLERK

State of North Carolina
County of Cleveland
Order of Collection

To Necole’ Richard, Tax Collector:

You are hereby authorized, empowered, and commanded to collect the taxes set forth in
the tax records for the year 2018, and all taxes outstanding for tax years 2008 through
2017, as filed in the office of the Tax Collector and in the tax receipts herewith delivered
to you, in the amounts and from the taxpayers likewise therein set forth. Such taxes are
hereby declared to be a first lien upon all real property of the respective taxpayers in
Cleveland County and this order shall be a full and sufficient authority to direct, require,
and enable you to levy on and sell any real or personal property of such taxpayers, for
and on account thereof, and to use or cause to he used, all remedies provided by law

Adopted this, the 18" day of September, 2018.

7 _—
/

Lhege o
Eddie Holbrook, Chair
Cleveland County Board of Commissioners

Attest:

hutber Mndin

Phyllis Nowlen
Cleveland County Clerk

SHERIFFES OFFICE: BUDGET AMENDMENT (BNA #010)

ACTION: Commissioner Hutchins made a motion, seconded by Commissioner Allen, and unanimously

adopted by the Board to, approve the following budget amendment:

Account Number Project Code Department/Account Name Increase Decrease
010.441.4.810.00 Sheriff’s Office/Donations-Contributions $15,200.00
010.441.5.790.00 Sheriff’s Office/Donations-Contributions $15,200.00

Explanation of Revisions: Request to budget $15,200 in donated funds received for the purchase of two thermal
imagers.

TACC: BUDGET AMENDMENT (BNA #011)

ACTION: Commissioner Hutchins made a motion, seconded by Commissioner Allen, and unanimously

adopted by the Board to, approve the following budget amendment:

Account Number Project Code Department/Account Name Increase Decrease
010.497.4.350.00 08300-P432 3" Party Grants/State Grants $30,708.00
010.497.5.700.00 08300-P432 3 Party Grants/State Grants $30,708.00

Explanation of Revisions: Budget $30,708 in grant award verses the original budget from the NCDOT for the 2019
Rural Operating Assistance Program (ROAP)funds.
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LEGAL: EASEMENT FOR CITY OF SHELBY WATERLINE FOR CLEVELAND COUNTY FAIR

ACTION: Commissioner Hutchins made a motion, seconded by Commissioner Allen, and unanimously

adopted by the Board to, approve the easement for the City of Shelby waterline on the Cleveland County

Fairgrounds property.
i

Recorded: 09/21/2018 01:02:17 PM
Fee Amt:_$26.0 Page 105
Transfer Tax: $0.00
Cleveland County North Carolina

Betsy S. Harnage, Register of Deeds
8K 1776 PG 1232 -1236 (5)
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NORTH CAROLINA

EASEMENT FOR UTILITIES

CLEVELAND COUNTY

THIS DEED OF EASEMENT made this / Z; day of | ‘q &ml Y¥ 2018, Byand between
Cleveland County  GRANTOR(S) Hereafter, collectively, “OWNER(S)" and
The City of Shelby, North Carolina, GRANTEE, hereafter “GRANTEE";
WITNESSETH:

Owner(s) certifies they are all of the owners of certain real estate, hereafter referred to as "easement premises”
described on Exhibit A to this instrument; and the Parties have agreed it is in their best interests for Owner to grant
and Grantee to accept a per t in the for the purposes stated herein below;

it p

THEREFORE, in consideration of the foregoing, the mutual covenants contained herein, the parties agree
as follows:

1. Grant. Owner hereby grants and conveys to Grantee a permanent easement in and upon the easement
premises in the area described on Exhibit A to this instrument and attached hereto. Such area is hereafter referred
to as the “easement area”. The following rights are also granted: the right, but not the obligation, to clear the
easement area and keep it cleared of all trees, undergrowth, or other obstructions; the right , but not the
obligation, to trim and cut and keep trimmed and cut all dead, weak, leaning, or dangerous trees or limbs outside
the easement area which might interfere with or fall upon the lines or systems of the Grantee; and the right to
relocate said facilities, systems of communications or related services on said lands to conform to any future
highway relocation, widening, or improvements.

2. Purpose. The Grantee and its assignees, if any, are hereby further granted the right within the easement area
to construct, operate, maintain, improve, modify, replace, or abandon in place any equipment necessary or
convenient to the operation of the following utilities services or related activities (only those services or activities
indicated by an "X" shall apply):

X Water Electrical Natural Gas Sanitary Sewer
Communications __ Sidewalk
Other
s
STATE OF NORTH CAROLINA
COUNTY OF CLEVELAND

I lﬂpﬁ \ N C(D’WS , a Notary Public of the County of Cleveland and State
of North Caroling, do hereby certify that Eddie. Polbmok

personally appeared before me this day and acknowledged the due execution of the foregoing Deed of Easement,

together with attached Exhibits.

WITNESS my hand and official seal this 9\9’ day of Sep}@mbem&.
apulg"ﬂ Cutt=—

[SEAL)

Notary Public

My Commission Expires: '5111 'QOCJD
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together with rights of ingress and egress across all adjoining lands of Owner as may be necessary to the reasonable
exercise of the rights herein granted:

3. Construction Easement. Owner further grants to Grantee a p over the
easement premises and outside of the actual or "approximate” location of the easement area for the purpose of
installing, constructing, replacing or removing, as necessary from time to time, the equipment required or desired
for the uses and purposes specified above.

Y tion

4. Owners Rights Reserved. Owner reserves the right to use the easement area in any manner which will not
damage, impair, prevent or interfere with Grantee's equipment or its exercise of the rights granted hereunder.
Owners will not build or place any structure upon or sub ially alter the area without the advance
consent of the Grantee.

5. Assignment. Grantee may fully or partially transfer this easement without consent of or compensation to
Owners. In the event of transfer, Owner's interests shall be protected to the same extent as hereunder.

6. Appearance. After completion of installation, construction, repair or removal of any equipment or device, the
Grantee at its sole expense will restore the appearance of the easement area as nearly as reasonably possible to
that which existed immediately prior to such activity.

7. Release. Owner hereby releases Grantee from all claims or rights of action now or hereafter accrued or acquired
by them, due to injuries to any part of the p! thereon, resulting from Grantee's
lawful activities carried out pursuant to this Agreement.

or impr

8. Binding Effect. All rights, title and privileges and all benefits and burdens herein granted or imposed shall run
with the land (the easement premises) and shall be binding upon and inure to the benefit of the named parties,
their respective heirs, personal representatives, successors and assigns.

9. Attachments. Exhibits “A", & "B" to this instrument, if attached, are incorporated herein by this reference as
fully as if set out in the body of the text.

10. Other Terms. This writing contains all the terms of agreement.

TO HAVE AND HOLD the above described real property interest to the Grantee in perpetuity for the uses and
purposes herein described. Owner covenants with Grantee that Owner is seized of the premises in fee simple, has
the right to convey the Easement rights contained herein and will warrant and defend this conveyance against the
lawful claims of all persons whomsoever, except for the following EXCEPTIONS to which Owners' title is subject:
NONE .

IN WITNESS WHEREOF, the Owner(s) have set their hands the date above written.

OWNER(S)

b 4, T~
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MNORTH CAROLINA
EXHIBIT "A" TO EASEMENT FOR UTILITIES
CLEVELAND COUNTY DATED 2018,
EXHIBIT "A" TO EASEMENT FOR UTILITIES by and between
_ Cleveland County AND _City of Shelby, North Carolina__

The Easement Area is contained within that real property described in Record/Deed Book ___ K Page
282 and Plat Book Page of the Cleveland County Registry.

LEGAL DESCRIPTION OF EASEMENT AREA:

Being two separate easements tor waterline having a total width of 207 and lying 10" on each side ot a line defined
as follows:

EASEMENT AREA #1

Beginning at a point in the common boundary line between Cleveland County (Deed Book K Page 282) and
Cleveland County Fair Association [Deed Book 6K Page 329), same being located N B5"35'26" W 122393
{Horizontal Ground Distance) from a Mail at the Base of an Angle Iron having NADS3 (2011) State Plane Grid
Coordinates N: 565589262 USFT E: 1258919.532 USFT (Combined Factor: 0.99977267) and proceeding
thence through the property awned by Cleveland County (Deed Book K Page 282) the following fifteen (15)
courses and distances:

1} N16°42'43"E 205.73'
2} M14°20'13"E 156.63'
3) N11°59'03"E 173.81
4) SE5°0021"'W B5.78
5} 587"30'00" W 85.84"
6) 583°55'29"W 78.06"
7] 586°50'54" W 68.88
8) NE82°26'17" W 43.92°
9} ME1°5017"W 114.25°
10) M 56°45'40" W 55.77°
11) 541°26"39" W 58.43'
12) 585°46'14° W 11.03"
13) N57°43'43" W 191.60°
14) N70702'23" W 43.20°
15) 574°43'08" W 16.87" to a point located on the apparent existing right of way line of Marion Street

VNIMOY¥YI HLYON

EASEMENT AREA #2

Beginning at a point in the common boundary line between Cleveland County ([Deed Book K Page 282) and
Cleveland County Fair Association {Deed Book 6K Page 329}, same being located 5 85°35'26" E 329.83'
(Horizontal Ground Distance) from a Mail at the Base of a Bent Rebar having NADS3 {2011) State Plane Grid
Coordinates N: 565710.163 USFT E: 1257351.672 USFT (Combined Factor: 0.99977267) and proceeding
thence through the property owned by Cleveland County (Deed Book K Page 282) the following five (5)
courses and distances:

1) NE5°15'30" W 117.26

2) N 83°10'34" W 36.57

3) 588°06'50"W 55.29'

4) 589°36'26" W 89.64

5) N 83°32'55" W 52.19' to a point located on the apparent existing right of way line of Marion Street



REGULAR AGENDA

EMS BASE STATION RENOVATION UPDATE

Chairman Holbrook recognized Shane Fox, Chief Financial Officer to present the EMS Base Station Update.

Mr. Fox stated out of the nine EMS base stations in Cleveland County, Belwood and Polkville are the top two

locations needing renovations. County maintenance staff is completing the renovations. The towns are pleased with

the County’s presence in the area.

Cleveland County EMS
Base Station Update

Cleveland County

NORTH CAROLINA

Shane Fox, CFO

Belwood EMS Base Timeline

February 1992 - Belwood EMS Base established at old Belwood school

July 2017 — Storm — Base acquired water damage

Fall 2017 — Town — New roof and ceiling repairs

October 2017 — Lease with Belwood for .67ac lot for new Base (modular unit)
April — July 2018 — Bids for Site-work advertised and received

August 2018 — Meetings with Town and County to discuss options

September 2018 - Renovations of existing base

Cleveland County
NORTIH CARGLINA

Polkville EMS Base Timeline

February 1992 - Polkville EMS Base established at Town Hall

February 2010 — County relocates a 1999 Single-wide modular to Polkville
2010 — 2018 — Single-wide repairs — sub- flooring replaced %
August 2018 — Meetings with Town and County
September 2018 - Demolition of former Town Hall — Town

October 2018 — New modular will be installed at
former Town Hall site

Cleveland County
NORTI CARGLINA

Summary

Renovation of Belwood EMS Base
Estimated Completion Date 9/30/18

Setup of new modular at Polkville
Estimated Completion Date 10/30/18

Questions?

Cleveland County
NORTH CARGLINA

+ Renovation of existing base:

« Installation of 24’ x 56’ new modular:

EMS Base Stations
Update

Belwood EMS Base Station
History and Timeline
Project Scope

Polkville EMS Base Station
History and Timeline
Project Scope

Cleveland County
NORTH CARGLINA

Belwood EMS Project Scope

« Sheetrock throughout b 4

o |

* New flooring throughout
« New interior and exterior AC unit
«  Upfit bathroom — new plumbing and fixtures
« Upfit kitchen — new cabinets and countertops
+ Entrance

« Paintand trim

« Driveway repair
» Camera system

Cleveland County
NORTH CARGLINA

Polkville EMS Project Scope

« Removal and demolition of former Town Hall — Town
« Piers and Foundation

+ Transport of new modular unit
*  Water/Sewer/Electric hookup

+ Skirting installation

+ Decking/Ramps

Cleveland County
NORTH CARGLINA

Chairman Holbrook opened the floor to the Board for questions and discussion. Commissioner Hutchins felt

this was a good direction for the County in regards to the cost comparison. Commissioner Whetstine stated he has

spoken with the Mayors and several Council members of both Belwood and Polkville who all are very happy with



where the stations will be located. The Board thanked Mr. Fox and staff for the time and work that has been put in
for these projects.

CLEVELAND COUNTY PERSONNEL ORDIANCE UPDATE

Chairman Holbrook called Brian Epley, County Manager to the podium to present the Cleveland County
Personnel Ordinance Update. In 2013, the Board identified a strategic goal under the fiscal sustainability focus area
to create a maintainable Cleveland County Pay and Benefits Plan. Over the past four years, employees across the
agency have received an average of a 20% pay increase, the County was able to transition from a 70/30 insurance
plan to an 80/20 and there was an increased employer HSA contribution from $750 to $1,100 for those who meet
the required health qualifications. In January 2018, the Board approved and implemented Phase | of the Pay &
Classification Plan. This was the first comprehensive pay and classification study done in Cleveland County in
over twenty-five years. The implementation did a multitude of things such as updating job descriptions and
classifications across the organization, a salary study for external competitiveness and a migration of employees
from a step plan to open range plan. Working through that process insured a review of internal equity and
improved compression. Phase Il began as part of Fiscal Year 2018/2019. It included updates to the Personnel
Ordinance as well as the Sheriff’s Office Pay Plan, The current ordinance is outdated and has not been modified
since 1991. Staff made recommendations on Articles I, 11 and 111 which allows the ordinance to be more consistent
with the current practice. Articles 1V — XI will be worked on as the County continues to move forward with the pay
plan. Other goals included in implementation of Phase Il is the continuation of target specific position market study
and executing pay for performance. This will occur over the next several years. Staff has worked through Phase Il
recommendation with the assistance and guidance of a Steering Committee which includes:

HR Director

County Attorney / Outside Counsel
NCACC

County Manger

Sheriff’s Department

School of Government

Pay & Compensation Specialist
Management Analyst

LN~ wDdE

Initial Phase Il implementation had several objectives such as modernization which would make ordinances
more consistent with current practice, allow for alignment with state substantial equivalency, continued Fair Labor
Standards Act compliance, improved consistency and equity in administration and continued competitiveness with
peer organizations. Article 11 highlights the Position Classification Plan which states the Department Directors are
responsible for working with the Human Resources Department to maintain position management and
compensation policy. The Human Resources Director is responsible via delegation from the County Manager for
overseeing and administering the position management and compensation system for Cleveland County. The
methodology for job classifications would call for position evaluation and recommendations of new positions.

County Manager has the final responsibility to the Board of Commissioners to maintain and update the job



classification policy and process so that it accurately reflects the duties performed by employees. Cleveland County
will use the whole-job comparison method for job classification. The pre-defined class specifications are
established for a series of job classes, and a job is placed in the classification it best deserves. It quantifies the
following nine job evaluation factors and the evaluation process accurately:

Training and Ability

Experience

Level of Work

Human Relations

Physical Demands

Working Conditions and Hazards
Independence of Actions

Impact of End Results
Supervision

CoNok~LNE

The process of establishing a new position is consistent with the existing language in the current ordinance. The
creation of additional positions must be approved by the Board of County Commissioners via the County Manager.
Prior to requesting the authorization and funding from the Board of County Commissioners to establish a new
position, a position justification analysis must be completed and approved by the Human Resources Director. To
initiate a change in the classification of an existing position, the department head will forward a request to the
Human Resources Director for review.

Each fiscal year the Cleveland County Board of Commissioners may award employee pay increases based
on availability of funds. Adjustments to the Compensation Plan for employee pay movement through the pay range
may be awarded via market adjustments or cost of living adjustments. Market Adjustments allows the Board of
Commissioners to adjust compensation of county employees to ensure that such compensation remains
competitive. Cost of Living Adjustments are granted by the Board of County Commissioners, and will be effective
for all county employees. Newly hired county employees will generally be paid at the minimum of the salary range
for the classification of the position hired into. Employees may be hired above the minimum if
education/experience warrant higher pay after consideration of internal employee equity and position turnover. All
requests require approval from the Human Resources Director. Requests to hire from 12% - 25% above minimum
will require approval from the County Manger. Requests to hire above 25% require additional approval from the
Board of County Commissioners via the County Manager. When an employee is promoted their salary/rate of pay
will be increased by at least 6% but no less than the minimum compensation of the higher graded position. If an
employee is either demoted or re-assigned downward the employee’s pay will be adjusted downward by 3%, or
half of the percentage increase received previously, or another amount determined by considering the reason for
the demotion, the number of job grades being moved or internal equity issues. A non-exempt employee called back
to work outside of normal working hours will receive compensation for 2 additional hours worked or compensation
for on call hours worked — whichever is greater. Longevity pay is permanently established for all current
employees hired prior to 1/1/2019. Full time employees hired by Cleveland County after January 1, 2019 will not

be eligible for longevity.



Before moving into the next section, the floor was opened to the Board for any questions. Commissioner
Hutchins inquired if the numbers of specific employee head count with adjustments of their pay will be stated in
the budget. Mr. Epley replied it would be.

Next Mr. Epley presented the Sheriff’s Office Pay Plan. The Pay Plan for the Office of Cleveland County
Sheriff was created with three goals in mind:

1. Career path & motivation for progression
2. Recruitment and competitiveness
3. Internal equity in reporting relationships

A career advancement system was created based on experience, education, and specialized training. Differentiated
classification levels based on years of experience, educational attainment, military service and professional
certifications. Incentive payment for on call staff was also addressed. Several positions were analyzed and include:

Detention Officer
Detention Corporal
Sheriff’s Deputy
Investigator

Sergeant

Investigative Sergeant
Lieutenant

Investigative Lieutenant
. Captain

10.Major
11.Administrative Support Assistants

CoNokkLNE

Example Deputy Criteria

Level 1 Entry

Base

Level 2 4 Years of Service
+(4%) -ot-

2 Years of Service w/ Assoc.
_Or_

Bachelot’s Degree/Military

Level 3 2 Years w/ CCSO, Intermediate Certificate and:
+(6%) 11 Years of Service
ot
6 Years of Service w/ Assoc.
_Or_

4 Years of Service w/ Bach/Military

Level 4 2 Years w/ CCSO, Advanced Certificate and:
+(12%) 13 Years of Service
ot
10 Years of Service w/ Assoc.
_ot-
6 Years of Service w/ Bach/Military



Employees by classification
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An additional bonus of positional base salary will be paid semi-annually to:

3.0 % of Position Annual Base (Ops 1)
e Narcotics
e Criminal Investigative Division

1.5 % of Position Annual Base (Ops I1)
e Community Interdiction Team
o K-9
e Field Training Officer

1.5 % of Position Annual Base
e SERT

An employee that participates in specialized Ops | & Il will receive higher of two levels not both. In regards to the
SERT Team, this will be paid in addition to employees qualifying for the Ops Incentive Payment. With the
implementation all Sheriff’s Office move to the new minimum.

e Classification range movement (I.E. Deputy 1 to Deputy 2)
* Move to Minimum — OR — next standard level range, whichever is greater

e Promotion to new grade (I.E. Deputy to Investigator)
* 6% or move to the new minimum, whichever is greater

Commissioner Hutchins inquired if other area counties had similar pay plans. Mr. Epley advised, staff has

visited several surrounding counties and reviewed their plans and ordinances. The Cleveland County Sheriff’s



Office Plan is not an exact replica to the other counties however it was modeled in a similar way. The Board
thanked Mr. Epley and all staff members involved for their time, effort, due diligence and hard work that was put
into this project. Commissioner Hutchins asked when the pay for performance would be implemented to all
Cleveland County employees. Mr. Epley advised the pay for performance is an additional adjustment to Article IlI.
Phase Il will be started immediately if approved and Articles IV through XI will be the next goal for staff to
address.

ACTION: Commissioner Hutchins made the motion, seconded by Commissioner Whetstine and
unanimously approved by the Board to, approve the Cleveland County personnel ordinance update.

CLEVELAND COUNTY PERSONNEL ORDIANCE

ARTICLE I. - ORGANIZATION OF PERSONNEL 5YSTEM
except Article 1ll, Section 9, Articles VI, VII, Wl and 1X.

Section 1. - Purpose. (9) Employees serving a Probationary Period following an initial
Appointment shall be subject to all articles with the exception of
The purpose of this ordinance is to establish a personnel system which will recruit, select, Article VIIL
develop and maintain an effective and responsible workforee. This ordinance is established under
the authority of G.5. Ch. 1534, Art. 5 and Ch. 126. {10) Part-Time, hourly employees shall be subject to all articles except

Article I, Section 9, Articles VI, VIl and 1X.
Section 2. — Coverage.
{(11) All employees and/or departments with an Article I'V exception shall
(a) All employees in the county's service shall be subject to this ordinance, except be subject to Section 7.1, Criminal History Check.

as provided in this section.

(b} The following officials and employees are exempt: Section 3. — Definitions (listed alphabetically).

(1) County Attorney (1) Adverse Action. A Demaotion, dismissal, reduction in pay, layoff, or involuntary transfer or
suspension.
(c) The following employees shall be covered only by the specifically designated
articles and sections: (2

Anniversary Dafe. The employee’s original date of hire to Cleveland County service in a
permanently established Position.

(1) Employees govermned by the state personnel act shall be subject to all

articles excapt article 11, (3) A_p_j.:lor'ntr'ng f-‘-lu:fho.rfty. Any board or Position with legal or delegated authority to make
hiring decisions.
(2) The County Manager and Clerk to the B(’ﬁ‘rd 15'“3” be R - (4) Appointment. The employment of an applicant or employee to perform the duties and
subject to .all articles except articles |1, 111, IV, VI, and VIll. See G.5. responsibilities of an established Position that has been approved by the Human
§ 153A-81; 153A-111. Resources Department.
(3) The following employees shall be subject to all articles except articles (5) Class. A group of Posifions that are similar in duties and responsibiliies and should
1, Wil and VI therefore be treated consistently in terms of recruitment, selection, compensation and
other terms and conditions of employment.
(a) Tax Administrator. See 3.5. § 105-294. _ . . . . . ) .
(6) Classification. An evaluation of a Position's assigned dufies and responsibilities that
. . determines the appropriate Pay Grade based on Job-Evaluation factors and comparison
(b) Agsistant Tax Assessor. See. G.5. § 105-297. to other Positions.
(c) Tax Collector. See G.S5. § 105-349(a). (T} Class Specification. A summary of the most impertant features of a Position, including the
nature of the work performed, specific responsibilities, and required knowledge, skills and
(d) Deputy Tax Collector. See G.5. § 105-349(f). abilities; and minimum levels of education and work experience that are required to
perform the job well.
4 Emrplogees of the North Caralina Agl‘iEuHural !Extension Service shall (8) Compensation Plan. A structure designed to establish compensation guidelines and
be subject to all articles except Articles II, 11l 1V, and [X. determine appropriate Pay Grades and pay-ranges for specified Positions.
(5) The Elections Director shall be subject to all articles except Articles (9) Compensatory (or "Comp®) Time. Time off from work that is eamed in eu of payment of

IV, W, WL and VL See G5, § 163-35.

(6) The Sheriff and all deparimental employees shall be subject to only
Articles I, V1, and IX. See G.5. § 153A-103(1).

(7) The Register of Deeds and all departmental employees shall be subject
to only Articles 11, V1, and 1X. See G.5. § 153A-103({1).

(8) Temporary/emergency employees shall be subject to all articles

wages for hours worked. Mon-Exempt Employees shall accrue "Compensatory Time" for
hours worked in excess of forty (40) hours per seven-day Work Wesek ("Excess Hours"),
which is earned at a rate of one and one-half (1.50) multiplied by all such Excess Hours.
Persons employed in “law enforcement™ Positions, as defined by the Fair Labor
Standards Act of 1938 (the "FLSA"), however, earn "Compensatory Time” for hours
worked in excess of 171 during each work period of twenty-gight (28) consecutive days,
which is likewise earned at a rate of one and one-half (1.50) multiplied by all such hours
in excess of 171, in accordance with the FLSA.



(10} Competitive Service Employee. An employee of the Department of Social Services,
Departiment of Public Health or Office of Emergency Management receiving Federal
grant-in-aid funds and is subject to the State Personnel Act. These employees are also
known as "career state employees”. Please note that coverages and procedures
outlined in the County Personnel Ordinance are identical to those outlined in the State
Personnel Act.

(11} Cost-of-Living Increase. An annual adjustment that may be made to all pay ranges
effective July 1 of each year. It is the responsibility of the County Manager to
recommend this adjustment to the Board of Commissioners. In making the adjustment,
the County Manager shall congider relevant economic indicators for the past twelve (12)
moanths.

(12} County General Employee. A county employee assigned to a department not subject to
the State Personnel Act, located in a department that funds its Positions with no state or
federal money sources.

(13} Demotion/Reassignment Downward. The movement of an individual to a Position in a
lower Salary Grade.

(14) Emergency Appointment. An Emergency Appointment may be made when an
emergency situation exists requiring the services of an employee before it is possible to
identify a qualified applicant through the regular recruitment process. When it is
determined that an Emergency Appointment is necessary, all other requirements, with
the exception of drug testing, will be waived. Emergency Appointments may be made for
a period of up to sixty (60) work days or a total of four hundred eighty (480) hours "in
pay status.” Individuals may not receive successive Emergency Appointments with the
same department or agency. At least three (3) calendar months must elapse before that
department or agency can give the same individual another Emergency Appointment. All
Emergency Appointments must be approved by the County Manager.

(15) Exempt Employee. An employee who is not subject to the minimum wage and premium
Overtime pay requirements of the FLSA and who is not compensated for hours worked
beyond an established Work Week.

{16} Full-Time Employee. An employee, appeinted to a permanently established Positicn,
designated by the Board of Commissicners as full-time.

(17} Grade. A level in the compensation schedule in which a group of jobs shares a range of
compensation.

(18} Grievance. A claim or complaint based upon an event or condition which effects the
circumstances under which an employee works, allegedly caused by miginterpretation,
unfair application, or lack of established policy pertaining to employment conditions. A
Grievance may involve alleged safety or health hazards, unsatisfactory physical
facilities, surroundings, materials or equipment, unfair or discriminatory supervisory or
disciplinary practices, unjust treatment by fellow workers, unreasonable work guotas, or
any other inequity relating to conditions of employment.

(19) Hinng Rate. The compensation paid an employee when hired into county service.

(20} Interim Appointment. The status of an employee who temporarily fulfills a vacated
Position or responsibilities.

(21) Job Evaluation. A formal process by which Human Resources and County management
determine the relative value of jobs in the organization.

(38) Position Classificafion Plan. An approved plan by the Board of Commissioners that
assigns classes (Positions) to the appropriate Pay Grade.

(39) Probationary Employee. A persen appeinted to a Permanent Position who has not
completed the Probationary Peried. (See Article IV, Section 9.)

(40) Probationary Period. The required period of time an employee serves before obtaining
permanent status when entering county service.

(41) Promotion. The movement of an individual to a Position in a higher Pay Grade.

(42) Reclassification. The process of evaluating a Pesition for substantial and long-term
changes in assigned duties and responsibilities.

(43) Salary Plan Revision. The uniform raising and lowering of the Salary Ranges of every
Grade within the salary plan.

(44) Ealary Range. The range of compensation established to pay employees performing a
particular job or group of jobs which has a minimum pay rate (low), a8 maximum pay rate
{high), and a series of mid-range compensation.

(45) Temporary Employee. A person appointed to serve in a Position for a definite duration,
but not to exceed six (6) months.

(46) Temporary Position. A Position which the duties and responsibilities are required to be
attended for a specific short period of time, nomally not to exceed six (6) months and
may or may not require attendance by a person for a full workday andfor Work Week.

(47) Transfer. The reassignment of an employee from one Position or depariment to another.

(48) Work Week. The seven-day Work Week used for purposes of determining entitiement to
premium COvertime Compensgation and/er Compensatory Time, which may vary by
Department.

Section 4. — Merit principle.

All Appointments and Promotions hereunder shall be made solely on the basis of merit and
fitness._ All Positions requiring the performance of the same duties and fulfillment of the same
responsibilities shall be assigned to the same Class and the same Salary Range. Mo applicant for
county employment or employee shall be deprived of employment opportunities or otherwise
adversely affected as an employee because of such individual's race, color, religion, sex, naticnal
origin, political affiiation, disability or age.

Section 5. - Responsibility of Board of Commissioners.

The Board of Commissioners shall establish personnel policies and rules, including the
Classification and Pay Plan and shall make and confirm Appointments when so specified by law.

Section 6. - Responsibility of County Manager.

The County Manager shall be responsible to the Board of Commissioners for the administration
of the personnel program. The County Manager shall appoint, suspend, and remove all county

{22) Longevity Plan. A plan to reward employees for faithful continuous service, based solely
on longevity. Payment made one (1) time per calendar year.

{23) Markel. A defined group of comparable organizations that is used as a comparator for
purposes of compensation review and adjustment.

{24) Market Adjustment. A change in Grade-level of a Position due to the results of a study of
comparable Positions in designated private and public sector organizations.

{25) Meal Period. Time in which employees are completely relieved from duty.

{26) Ment Increase. An increase in salary above the standard job rate based on service which
exceeds the standard and/or expected performance of the assigned Position.

{27) Non-Exempt Employee. An employee who is subject to the minimum wage and premium
Owertime pay requirements of the FLSA and who must receive premium Overtime pay
or Compensatory Time off in accordance with the FLSA

{28) Occupational Series. A grouping of related job classifications in which the range of
duties and responsibilities, and the scope and complexity of the Positions are
distinguished by the assignment of levels.

{29) Owvertime. Hours worked that entitle a Noen-Exempt Employee to premium Overtime pay
andfor Compensatory Time in accordance with the FLSA.

{30) Overtime Compensation. Compensation for Overtime to which a Mon-Exempt Employee
is entited in accordance with the FLSA.

{31) Part-Time Employee. An employes who is paid on an hourly basis, less than twenty (20)
hours a week.

{32) Pay Grade/Salary Grade. A number level of various jobs that share a range of potential
compensation, as set forth in the County Pay Scale.

{33) Pay Plan. A schedule of pay ranges systematized into sequential rates including
low, mid, and high for each Class assigned to any given salary
range.

{34) Performance Evaluation System. The annual employee's review designed to facilitate
discussion about areas of opportunity and performance meeting or excesding
expectations.

{35) Permanent Position. A Position which has been approved by the Board of
Commissioners, and in which the duties and responsibilities are required to be attained
on a continuous and annually recuring basgis, normally requiring fulltime employment of
an individual. Exceptions to full-time employment are where the recurring duties and
responsibilities of a Permanent Pesition can be attended in less than a regular work day
andior Work Week.

{36) Position (or job). A collection of duties and responsibilities usually assigned to
one (1) employee.

{37) Position Analysis Questionnaire (PAG). A formiguestionnaire used to obtain information
about an employee’s Position to develop a Class description.
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officers and employees, except those elected by the people or whose Appointment is otherwise
provided for by law. The County Manager shall make Appeointments, dismissals, and suspensions
in accordance with G.S. § 153A-82 and Articles IV, W, VI, and VIl of this ordinance.

Section 7. - Responsibility of human resources director.

The County Manager shall appoint a human resources director who shall assist in the preparation
and maintenance of the Position Classification Plan and the Pay Plan, and perform such other
duties in connection with @ modem human rescurces program as the manager shall require, such
as:

(a) Apply, interpret, and carry out this ordinance and the policies adopted thereunder,
as directed by the County Manager;

(b) Establish and maintain records of all persons in the county service, setting forth
each officer and employee, class title of Position, pay or status history and other
relevant employment data;

(c) Develop and administer such recruiting programs as may be necessary to
obtain an adequate supply of competent applicants to meet the needs of the

county;

(d) Encourage and exercise leadership in the development of effective personnel
administration within the various county departments, and to make available
the faciliies of the human resources office to this end;

(e) Investigate, from time to time, the operation and effect of this ordinance and
of the policies made thereunder, and report hisfher findings and
recommendations to the manager;

(fy Make such recommendations to the manager regarding the personnel
functions, as well as revisions to the personnel system, as helshe may
consider appropriate;

(g) Issue and publish any necessary administrative directives, supplements,
interpretations, and necessary prescribed forms and reports for any personnel
matters for the proper functioning, maintenance, and documentation of the
procedures established by and in accordance with this ordinance.

All matters dealing with personnel shall be routed through such official, who shall maintain a
complete system of personnel files and records.

ARTICLE Il — POSITION CLASSIFICATION PLAN
Section 1. - Purpose.

Cleveland County maintains this "Classification Plan” (the "Plan") to ensure fair and appropriate
evaluation of all Positions and jobs that are employed by the County. ("Position” and “job" are
synonymous and will therefore be used interchangeably.) The Plan complies with the
reguirements of the North Carolina competitive system for local government employees.



Section 2. - Coverage.

(a) A grouping into their respective classes of Positions which are approximately equal in

This Plan applies to all County employees in accordance with Section 2 of Article | of the complexity and responsibility, which call for the same general qualifications, and which

Cleveland County Ordinances.

Section 3. - Responsibilities

{a) County Manager:
The Cleveland County Manager is responsible to the Board of Commissioners for
maintaining and when needed updating the Plan so that it accurately reflects the
duties performed by County employees in their respective jobs.
(b) Human Resources Director:
The Cleveland County Manager has delegated to the Human Resources Director the
responsibility for oversesing and administering the job Classification and
compensation system for Cleveland County. The Human Regources Director and
hizfher staff shall provide professional input and advice to County Department Heads
upon receipt of requests to establish new Positions and/or requests to reclassify
existing Positions. The Human Resources Director provides advice and
recommendations regarding job-classification actions to the County Manager, who
will make the final decisions regarding such actions. The Human Resources Director
shall ensure that trained professional staff are available to maintain the job
Classification and compensation system policies.

(c

Human Resources Department/staff:

The staff of the Cleveland County Human Resources Department shall provide initial
review of requests to classify new Positions, and to reclassify or reallocate existing
Positions, and shall maintain all records, Position-histories, organizational charts and
all other information that is necessary to administer this Plan. As part of such
responsibilities, such staff shall identify "benchmark Positions” for use in the
Classification review of existing and new Positions. Human Resources staff shall also
assist County departments to ensure that organizational charts are complete and
current, and shall document all Clazsification requests and how such requests have
been resclved.

id

Department Directors:

Department directors shall work and cooperate with the Human Resources
Drepartment to maintain the job Classification and compensation system. Directors
shall also notify Human Resources whenever any of the eszsential job functions of an
exigting Positicn has been or needs to be changed or when a new Position needs to
be established. Directors shall alzo ensure that Departmental organizational charts
and written job descriptions regarding jobs in their Departments are current and have
been provided to the Human Resources Depariment.

(e

Equal Employment Opportunity:

The Human Resources Department will periodically review the essential job functions
and written job descriptions of all existing Posiions to ensure that reazonable and
appropriate measures have been taken fo avoid unlawful employment discrimination
and maximize equality of opportunity for applicants and employees.

Section 4. — The Classification plan.

The Classification plan consists of:

(4) Human Relations. The responsibility of working with or through other
people, and the extent, frequency and purpose of the contracts.

(5) Physical Demands. The job requirements which induce physical
fatigue through exertion or strain.

(6) Working Conditions and Hazards. The extent of disagreeable or
hazardous environmental or physical conditions or mental effort andior
stress and the frequency and duration of the undesirable condiions.

(T} Independence of Actions. How much freedom or independence is
allowed or required of this Position.

(B) Impact of End Resuifs. The extent to which the job directly influences
and affects actions impacting the end results, i.e. how much do the
decisions or actions of the employee impact the organization and what
are the consegquences.

(9) Supervision. The responsibility for oversight or supervision over other
employees.

Section 7. Administration of the plan.

I:a] Request to Establish a New Position:

Requests to establish a new Position of employment, which may be made only by the
head of a Department, shall be handled as follows:

(1) Before requesting the authorization and funding from the Board of County
Commissioners to establish a new Position, a position justification analysis
must be requested, submitted and approved. The Department Head must
complete a Position Analysis Questionnaire and written job description and
send both to the Human Resources Depariment, with a written request for the
proposed Posifion, a proposal as to how the proposed Position will be funded,
and a proposed Departmental Organizational chart.

(2) Human Resources staff will review the request and determine the appropriate
Classification and level for the Position using the Classification factors as set
forth above.

(3) If the requested new Position is approved by the Board of Commissicners and
assigned to an existing Classification, then Human Resources will so inform
the relevant Department Head.

(4) If the requested Position is approved by the Board of Commissicners, but does
not fit within an existing job classification, then Human Resources may
conduct a "labor market survey” or other appropriate analysis to match the
job duties and responsibilities of the new Position with appropriate
compensgation based on prevailing "market rates” for the job.

(b) Reguest to Review Existing Position

Requests to reclassify or reallocate existing Positions shall be reviewed using
the following procedurs:

can be equitably compensated within the same range of pay under similar working
conditions.

(k) Class titles descriptive of the work of the Class.
(c) Written specifications for each Class of Positions.

(d) An allocation list containing the Position number, Class, title, and Grade of each
Position in the classified service and identifying the name of the incumbent in each
Position.

Section 5. — Class titles.

Class titles will b used in all records maintained by the Human Resources, Finance, and Budget
Appropration Departments. Changes in "Class titles" must be approved by the Human
Resources Department.

Informal preliminary working titles may be used in the course of intra-departmental or inter-
departmental communications to indicate authority, status in the organization, or administrative
rank of Positions in guestion.

Section 6. — Methodology for job classification.

Position analysis is the process of describing and analyzing the different types and levels of work
and then grouping Positions that have the same or similar functions, for the purpose of ensuring
appropriate compensation of all jobs.

The County will use the whole-job comparnson method for job classification. Pre-defined Class
Specifications are established for a series of job classes, and a job is placed in the Classification
that best describes it. These specifications identify and describe the key characteristics of
occupations, which are essential in distinguishing different levels of work. Jobs are allocated to
classifications based on the internal value of the job and value as compared to other county
classifications.

First, Positions will be grouped into Job Families and Occupational Series based on the kind of
work performed. Then, each Position's duties and responsibilities will be evaluated to determine
itz level in the overall grouping of Positions. This process will evaluate Positions based on
Classification factors in this policy. All Positions will be designated as exempt from or subject to
premium Overtime Compensation._

The following Classification factors will be considered in the course of classifying jobs for the
purpose of determining compensation:

(1) Training and Ability. Includes education and specialized training,
licenses, certifications, and registrations

(2) Experience. The time usually required for a person with the required
training and ability to develop the necessary skills and abilities to
perform the job.

() Level! of Work. |s the Position entry level of the type of work
performed, intermediate level, advancedisupervisory level, or a
masterymanagernal level.

(1) To initiate a change in the Classification of an existing Position, the
Department Head will forward a request to the Human Resources
Department requesting review of the Position. Thiz request shall
include a new PAQ, the current job description, the proposed new job
description, a detailed statement of the reasons for the requested
change, and the documentation of authorization and funding, and a
current organizational chart. If organizational changes are a part of
the reazon for the request, then the department shall also submit an
organizational chart that illustrates the proposed change or changes.

{2) Human Resources staff will review the request and will determine the
appropriate Classification and level for the Position using allocation
factors as set out in this policy.

(c) Procedure for Conducting Organizational or Occupational Studies

When conditions require a Position management review of an entire organizational
unit or an Occupational Series, the following process will be followed:

(1) Procedure for conducting an Organizational Unit Study
First, the departmental director will contact Human Resources to discuss the reasons
for requesting a Poszition management review of the entire organizational unit. Such
reviews typically occur either prior to or at the same time as significant
resrganization.

Mext, the Human Resources Director will determine whether there are sufficient in-
house resources to conduct the study. If 30, Human Resources and department
management will work out a schedule for the study. If not, the Human Resocurces
Director shall recommend to the County Manager that an outside consultant be
engaged for this review.

Before the process starts, it is the responsibility of department management to work
with the Finance Director to secure funding for the results of this review.

Finally, once the study is completed, Human Resources will present the results,
including proposed allocations and potential cost to department director. Onee
agreement is reached on allocations, then the results, including costs of
implementation, will be presented to the County Manager for his/fher approval.

(d) Procedure for conducting an Occupational Study

Human Resources, as part of its ongoing Position management responsibility, is
responsible for monitoring Classification and compensation activity to determine

when conditions reguire an occupational study. When such conditions occur, the
Human Resources Director shall recommend to the County Manager that a countywide
occupational study occur. Part of this recommendation shall be whether County Human
Resources can conduct the study, or whether outside assistance will be needed.

Human Resources shall coordinate all aspects of the study, including information
gathering and analysis. At the completion of the study, Human Resources shall
recommend to the County Manager any new classifications or compensgation policies
from the study. The cost of implementing this study shall be included in this
recommendation. The results of the study, including the costs of implementation,
shall be presented to the County Manager for hisfher approval.
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(e} Salary Surveys/Compensation

Cleveland County uses as comparators for compensation purposes those counties in
North Carclina that it believes are most similar to it in terms of population and
commerce and services offered by the county, as well as counties in the immediate
geographical area.

Section 8. Database tracking.

The Cleveland County Human Resources Depariment uses Keystone's "Position management
activity database tracking system” for purposes of review, analysis and documentation of
appropriate compensation of all employed Positions.

ARTICLE |1l — COMPENSATION PLAN
Section 1. — Purpose.

Cleveland County maintains a Compensation Plan {the "Compensation Plan") that is designed to
attract, reward and retain excellent employees. The Compensation Plan includes (but is not
limited to) a written "Pay Scale” that may be amended from time to time (the "Pay Scale"). The
Pay Scale provides for "Salary” Grades and correlates them with "Low"”, "Mid" and "High"
salaries, and expresses compensation in terms of "Salary™ because the vast majority of County
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(b} Interim Appointment Rafes. An Interim Appointment occurs when an employee is
selected to temporarily perform some of all the duties and responsibilities of a vacant
Position with the expectation that the person will hold the Position for at least sixty (60)
calendar days. Interim Appointments may be extended beyond sixty (60) calendar days
with Human Resources' approval. Interim Appointments must be reviewed and approved
by Human Resources.

The employee's compensation will be increased by ten percent (10%) for the period of
time in any Interim Appointment. After the Interim Appeointment has been completed, the
employee will retum to herfhis original Position at the previous compensation.

{c) Part-Time Employees. Part-Time Employees will be hired at the minimum rate of
compensation of the Position into which the employee was hired.

Section 5. —Compensation when a Position change occurs.

Position changes may affect an employee’s salary. The degree of change, if any, depends upon
the type of Position change. Human Resources must approve all Position changes and pay
adjustments.

{a) New Hire/Appointment. Newly-hired employees will generally be paid at the minimum of
the compensation range for the Classification of the Position into which the employee has
been hired. Employees may be paid above that rate if education/experience, internal
equity, department tumover, and recruiting challenges warrant higher compensation.

Regquests for higher compensation must be submitted to and approved by Human
Resources. Requests for compensation for new-hires that are twelve percent (12%) or
more above the minimum of the compensation range for the Classification of the Position
into which the employee has been hired requires approval by the County Manager. Such
requests that exceed twenty-five percent (25%) of such minimum require the approval of
the Board of Commissioners (via the County Manager).

{b) Promotion. Employees may be promoted in appropriate circumstances. The terms and
conditions of all Promotions must be approved in advance by the Director of Human
Resources. A promoted employee’s annual compensation will be increased (a) by six
percent (6%) of his or her current compensation or (b) to the “Salary Low" set forth in the
then-prevailing Pay Scale that corresponds with the Position to which he or she has been
promoted, whichever is greater. Higher increases in compensation of Promotion, based
the requirements of the new Position; internal equity; recruitment difficulties; and the
unigque or unusual skills of the promoted employes.

{c) Reclassification. Reclassification is the process of evaluating a Position for substantial
and leng-term changes in the assigned duties and responsibilities.

When an employee occupies a Position that iz evaluated, and the Position moves to a
higher Pay Grade, then the employee's compensation will increase by at least six percent
(6%) or to the minimum compensation of the higher Pay Grade, whichever is greater.

When a Position is evaluated, and it moves to a Pay Grade that is lower than the present
Pay Grade due to reorganization or some other reason unrelated to the employes's
performance, the employee's compensation shall remain the same, as long as such
compensation iz within the range that corresponds to the new Pay Grade. If the
employee's compensation before the evaluation is higher than the maximum

13

employees are paid gross wages in fixed regular amounts on a semi-monthly basis regardless of
whether they are or are not "exempt” from the minimum wage and premium Owvertime pay
provisions of the Fair Labor Standards Act of 1938 (the "FLSA"). Use of the term "Salary™ in the
Pay Scale is not intended to imply that any employee is entitled to payment of a minimum "salary”
get forth in the Pay Scale, as the sole purpose of each low, middle and high "Salary” set forth in
the Pay Scale is to provide a range of annual compensation that correlates with a given "Salary
Grade” that, in turn, comelates with each employee's Position. {The actual compensation paid to
any employee shall be determined by the Human Resources Department in accordance with
relevant provisions of this Ordinance.) The purpose of the Compensation Plan is to provide
consistent, equitable and work-related bases for administering employees' compensation in a
way that best serves the citizens and employees of Cleveland County.

Section 2. — Maintenance and administration of the Compensation Pan.

The Cleveland County Manager has delegated the responsibility of overseeing and administering
the Compensation Plan to the Human Resources Director. The Human Resources Director shall
administer and maintain the Compensation Plan. The Compensation Plan iz intended to provide
equitable compensation for all Positions when considered in relation to each other, comparable
rates of pay for similar employment in the private and public sector in the competitive labor
market, changes in the Cost-of-Living, financial conditions of the County, and other chjective
factors.

Section 3. — Adjustments to the Compensation Plan.

{a) Adjustments of Compensation. The County Board of Commissioners (the "BOC") may
from time to time adjust compensation of County employees to ensure that such
compensation remaing competitive, to the extent possible.

{b) Cest-of-Living Adjustments. Cost-of-Living Adjustments, when granted by the BOC, will
be provided to all County employees.

Section 4. — Rates of Compensation pay.

Rates of compensation are based on gualifications that pertain to the requirements of each
Pasition, internal equity, recruitment difficulties, budget constraints, and/or the employee’s unigus
skills.

{a) Work Against/Trainee Rates. Job Classifications often require knowledge or skills that are
not available in the labor market or that cannot be leamed in a short period of time. To
accommodate this and where appropriate, a trainee progression will be permitted that will
establish a uniform guide for equitable employment and compensation of trainees. An
employee may be appointed to a job Classification to work against a regular classified
Position. Such an employee is described as a "work against" employee.

A "work against” employes may be hired to werk in a Position when there are no suitable
qualified candidates. The "work against” employee will be paid at the rate that pertains to
the highest-paid job that the employes is qualified to perform. Upon successful
completion of education or training requirements, the employee's compensation will
increase to the minimum level for the job for which the employse was hired.

A "Trainee™ employee will be paid at one dollar ($1.00) less than the minimum rate for the
job for which the employes was hired. Upon successful completion of education or
training requirements, the employee's compensation will increase to the minimum level
for the job for which the employee was hired.
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compensation of the new Pay Grade, then the employee's compensation will be reduced
to the maximum compensation of the new Pay Grade.

When a Position is evaluated, and it remains in the same Pay Grade, the employse's
compensation shall remain the same. This applies when a Position is reclassified to a
different job title, but in the same Pay Grade.

(d

Lateral Transfer. A Lateral Transfer occurs when an employse moves into another
Position at the same Grade level. Employees making a Lateral Transfer will not receive a
compensation increase at the time of the Transfer. Lateral Transfers must be reviewed
and approved by the Human Resources Director.

(e

Demotions. Employees may be demoted in appropriate circumstances. The terms and
condiions of all Demotions must be approved in advance by the Director of Human
Resources. A demoted employee’s annual compensation will be dressed by (a) three
percent {3%) of his or her current annual compensation, (b} fifty percent (50%) of the
amount of the employee’s last wage increase (other than a County-wide “Cost-of-Living
Adjustment”), or (¢} such other amount that the Director of Human Resources finds
appropriate, based on, for example, the reason for the Demotion, the number of Salary
Grades by which the employes's Position is being demoted, andfor internal equity issues.
Any employee who is permitted fo return to the Position from which he or she was
demoted or reassigned within three-hundred and sixty-five (365) days from the date of
such Demotion or reassignment may, in the discretion of the Director of Human
Resources, be restored to the annual compensation that he or she was paid immediately
before such Demotion or reassignment.

(f) Amendment of Compensation Prescribed by Pay Scale. If the County elects to amend the
Pay Scale, then the rates at which employees are compensated may be adjusted
accordingly.

Section 6. — Pay for non-routine work schedules.

{a

Emergency Callback

Callback Pay. Any Mon-Exempt Employee called back to work and who appears for work
outside of normal working hours will receive compensation for at least two (2) hours
worked, or compensation for all on-call hours worked, whichever is greater.

(b

Compensatory Time. Employses are expected to work during (and only during) all
assigned hours of work, exclusive of bona fide breaks and assigned mealtimes.
Employees shall not work when not scheduled to work unless such work has been
approved in advance by the appropriate supervisor, except in cases of extreme
Emergency.

The County will provide Compensatory Time in liew of premium Overtime pay in
accordance with and to the extent allowed by the FLSA (subject to the maximum
accruals allowed by law). For Non-Exempt law enforeement employees, Overtime
Compensation will be paid after an emplovee has worked more than one hundred and
seventy-one (171) hours in any work period of twenty-eight {28) consecutive days.

{1) Only hours actually worked by an employee will count towards caleulation
of enfitiement to premium Overtime pay.
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(2) Employees will be required to use their Compensatory Time depending on
departmental needs. Employees asking to use Compensatory Time must
make a specific request to their immediate supervizors. An employes's
Compensatory Time must be used/exhausted before he or she can use
accumulated sickivacation leave.

(3

All Non-Exempt Employses will be paid for any unused Compensatory Time
upon termination of employment. Employees moving from Mon-Exempt to
exempt designation will be paid out for accrued Compensatory Time.

{4) Exempt Employees will acerue Compensatory Time on an "hour for hour”
basis for all hours worked in excess of forty (40) during a seven-day Woaork
Week. (Such employess are expected to report such excess hours honestly
and with reasonable accuracy.) Exempt Employses shall not be paid for
any accrued but unused Compensatory Time upon termination of

employment.

Section 7. — Payroll procedure.

All employees shall be paid on a semi-monthly basis. The fifteenth (15®) and last calendar days
of the month are the designated paydays, unless any such payday occurs on a Saturday, Sunday
or holiday recognized by the County, in which case the payday will be the last working day before
such fifteenth (15%) or last day of the month.

Section 8. — Payrall deductions.

Only payroll deductions specifically mandated or authorized by federal or state law or County
ordinance will typically be deducted from earmed wages. The County, however, will make
deductions from earned wages to compensate the County for damage to or loss of County-owned
property, to the extent allowed by law.

Section 9. — Longevity Pay Plan.

Full-Time Employses hired before January 1, 2019, in a "Permanent Position” as defined in
Section 3 of Article | of Appendix "A" of the County Code of Ordinances, are eligible for "longevity
pay" in accordance with the following table based on total continuous full-time service as of
Movember 30 of any given calendar year.

[¥'ears of Service Longevity Pay Rate

10 but less than 15 1.50 percent of annual salary

15 but less than 20 2.25 percent of annual salary

120 but less than 25 3.25 percent of annual salary

125 or more 4 50 percent of annual salary

Longevity pay shall be made in one (1) lump sum and shall be computed by multiplying the
employee's annual compensation as of the eligibility date by the prescribed percentage, rounded
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to the nearest whole dollar. Longevity pay shall have no effect on an employee’s compensation or
non-wage benefits other than such effect on his or her "regular rate" as may be required by the
FLSA. Such pay shall be paid by no later than November 30 of each calendar year.

An employee on an authorized leave of absence without pay shall be deemed to be in continuous
service for purposes of the "Years of Service" set forth above, but an employes who has failed to
return to employment after such an authorized leave of absence shall forfeit entitliement to
lengevity pay to the extent allowed by law.

Section 10. — Employees in the Office of County Sheriff

Employees in the Office of the Cleveland County Sheriff are subject to both this Ariicle and the
"Pay Plan of Office of Cleveland County Sheriff", as amended from time to time with the approval
of the Board of Commissioners.
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APPENDIX E — PAY PLAN CLEVELAND COUNTY SHERIFF’S OFFICE

APPENDIX E- PAY PLAN OF OFFICE OF CLEVELAND COUNTY SHERIFF POLICY

The following Pay Flan applies to all full-time employees of the Cleveland County Sheriffs Office.

Section 1. — Definitions for purposes of this Pay Plan only (listed alphabetically).

(1)

(2)

(3

(4)

(9

(6)

(7)

Advanced Certificate. An "Advanced Certificate” acquired from the Morth Carclina Department of
Justice.

Associates Degree. For the purposes of this policy, an Associate’s Degree is a two-year degree
from an accredited educational institution, consisting of sixty (60) or more hours of credit from a
technical school, community college, college, or university. The degree document must state that
itis an Associate's Degree.

Bachelor's Degree. For the purposes of this policy, a Bachelor's Degree is any four-year degree
from an accredited educational institution, consisting of one hundred and twenty (120} or more
hours from a college or university. The degree document must state that it is a Bachelor's
Degree.

Intermediate Certificate. An "Intermediate Certificate™ acquired from the North Carolina
Department of Justice.

Military Service: Service in any branch of the U.5. Armed Forces. In order for Military Service to
entitle an employee to credit for such service in accordance with this Pay Plan, the following
criteria must be met:

(a) The employee must have completed/fulfilled all obligations of his/her enlistment in any of
the U.5. Armed Forces: and

(b) The employee must have received an Honorable Discharge after completion of all militan
contracts, or, in some rare cases, a Medical Discharge. In cases of medical discharge, a
departmentally independent panel will review and determine eligibility for credit for such
service based on employee’s length of time served, and circumstances surrounding his
or her discharge.

Years employed by Cleveland County Sheriffs Office. The total years (i.e., total completed
months of employment by Cleveland County Sheriff's Office divided by twelve (12)), during which
an employee has worked for the Cleveland County Sheriff s Office. Only completed years of
service will be considered.

Years of Service. The total years (i.e., total completed months of employment divided by twelve
(12)) during which an employee has worked for any governmental law enforcement agency in
Naorth Carolina, including job experience elsewhere than for Cleveland County. These years do
not need to be consecutive. Only complete Years of Service will be considered.

Section 2. — Classifications.

Employees will be subject to the following classifications, based on job title, certifications, years of
employment by a governmental law enforcement agency in Morth Carolina, and educational attainment.
Eased on these criteria, employees will be classified into the "levels” set forth below:
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(a) Administrative Personnel. The following applies to all employees in the Sheriff's Office employed
as "Administrative Support Assistant” or "Administrative Assistant™

(1) Level 1: Employment before attainment of Levels 2 or 3.

(2) Level 2: Four (4) Years of Service in an administrative position for a governmental law
enforcement agency in North Carolina; OR Three (3) years of such service and an
Associate’s Degree; OR any such service and a Bachelor's Degree.

(3) Level 3: Seven (7) Years of Service in an administrative position for a governmental law

enforcement agency; OR Four (4) years of such service and an Associate’'s Degree; OR Two
(2) years of such service and a Bachelor's Degree.

(b) Detention Officer. The following applies to all employees in the Sheriff's Office employed as
"Detention Officer™

(1) Level 1: Employment before attainment of Levels 2 or 3.
(2) Level 2: Four (4) Years of Service for a governmental law enforcement agency position for a
governmental law enforcement agency in Nerth Carclina; OR. Two (2) years of such service

and an Associate's Degree; OR any such service and a Bachelor's Degree.

(3) Level 3: Seven (7) years of such service; OR Six (6) years of such service and an Associate’s
Degree; OR Two (2) years of such service and a Bachelor's Degree.

(c) Detention Corporal. The following applies to all employees in the Sheriff's Office employed as
"Detention Corporal ™

(1) Level 1: Employment before attainment of Levels 2 or 3.

(2) Level 2: Three (3) Years of Service in a detention corporal position for a governmental law
enforcement agency; OR One (1) year of such service and an Associate’s Degree, OR any
such service and a Bachelor's Degree.

(3) Level 3: Seven (7) Years of Service in the role of detention corporal; OR Five (5) Years of

Service in the role of detention corporal and an Associate's Degree; OR Two (2) Years of
Service in the role of detention corporal and a Bachelor's Degree.

(d) Deputy. The following applies to all employees in the Sheriffs Office employed as "Deputy™
(1) Level 1: Employment before attainment of Levels 2 or 3.
(2) Level 2: Four (4) Years of Service in the role of deputy for a governmental law enforcement
agency; OR Two (2) years of such service and an Associate’s Degree; OR any such service

and a Bachelor's Degree or any qualifying Military Service.
(2

_—

Level 3: Two (2) Years Employed by the Cleveland County Sheriffs Office and any of the
following: Seven (7} Years of Service; OR Six (6) Years of Service and an Associate’s
Degree; OR Two (2) Years of Service and a Bachelor's Degree or any qualifying Military
Service.

(4

—

Level 4: Two (2) Years Employed by the Cleveland County Sheriffs Office and an Advanced
Certificate and any of the following: Thirteen (13) Years of Service; OR Ten (10) Years of
Service and an Associate’s Degree; OR Six (6) Years of Service and a Bachelor's Degree or
any qualifying Military Service.
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(e} Inveshgafor. The following applies to all employees in the Sherifts Uffice employed as
"Investigator™

(1) Lewvel 1: Employment before attainment of Levels 2 or 3.

(2) Level 2: (Four) 4 Years of Service with Cleveland County in the role of investigator; OR Three
(3) Years of Service with Cleveland County in the role of investigator and an Associate's
Degree; OR any such service and a Bachelor's Degree or any qualifying Military Service.

(3) Level 3: Intermediate Certificate and: Seven (7) Years of Service with Cleveland County in
the role of investigator; OR Four (4) Years of Service with Cleveland County in the role of
investigator and an Associate's Degree; OR Two (2) Years of Service with Cleveland County
in the role of investigator and a Bachelor's Degree or any qualifying Military Service.

(f) Sergeant. The following applies to all employees in the Sheriff's Department employed as
"Sergeant™

(1) Level 1: Employment before attainment of Levels 2 or 3.

(2) Lewvel 2: Four (4) Years of Service with Cleveland County in the role of sergeant; OR Three
(3) Years of Service with Cleveland County in the role of sergeant and an Associate's
Degree; OR such service and a Bachelor's Degree or any qualifying Military Service.

(3) Lewvel 3: Advanced Certificate and any of the following: Eight (8) Years of Service with
Cleveland County in the role of sergeant; OR Six (6) Years of Service with Cleveland County
in the role of sergeant and an Associate's Degree; OR Three (3) Years of Service with
Cleveland County in the role of sergeant and a Bachelor's Degree or any qualifying Military
Service.

—
w
—_—

Lieutenant. The following applies to all employees in the Sheriff's Office employed as
"Lieutenant™

(1) Level 1: Employment before attainment of Levels 2 or 3.

(2) Level 2: Four (4) Years of Service with Cleveland County in the role of lieutenant; OR three
(3) Years of Service with Cleveland County in the role of lieutenant and an Associate’s
Degree; OR any such service with a Bachelor's Degree or any qualifying Military Service.

(3) Lewvel 3: Advanced Centificate and any of the following: Eight (8) Years of Service with
Cleveland County in the role of lieutenant; OR Six (6) Years of Service with Cleveland County
in the role of lieutenant and an Associate’s Degree; OR Three (3) Years of Service with
Cleveland County in the role of lieutenant and a Bachelor's Degree or any qualifying Military
Service.

(h) Captain. The following applies to all employees in the Sheriff s Office employed as "Captain™
(1) Level 1: Employment before attainment of Levels 2 or 3.
(2) Lewvel 2: Advanced Centificate and any of the following: Four (4) Years of Service with
Cleveland County in the role of captain; OR Three (3) Years of Service with Cleveland
County in the role of captain and an Associate's Degree; OR any such service and a

Bachelor's Degree or any qualifying Military Service.

(i) Major. The following applies to all employees in the Sheriff's Office employed as "Major™:
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(1) Level 1: Employment before attainment of Level 2.

(2) Level 2: Advanced Certificate and any of the following: Four (4) Years of Service with
Cleveland County in the role of major; OR Three (3) Years of Service with Cleveland County
in the role of major and an Associate’s Degree; OR any such service and a Bachelor's
Degree or any qualifying Military Service.

Sectien 3. - Promotional Increases in Compensation.

Employees will be classified according to their positions and fulfillment of the foregoing criteria. When an
employee has fulfilled the requirements of any “level” beyond “"Level 17 of his/her position, then he/she will
be given a promotional increase in compensation based on the chart below. Each employee shall inform
the Sheriff in writing of attainment of the certificate or degree on the basis of which the employee wishes
a new classification to be based, and shall provide the Sheriff with a complete copy of such certificate
andfor evidence of award of the degree. (The Department may require as much as thirty (30} days from
compliance with this provision to implement the new classification.) The percentages set forth in the
"Premotional Increase Chart” below will be applied to the annual compensation that the employee is
being paid in accordance with the "Cleveland County Pay Scale” that is in effect as of the date(s) of

implementation of such promotional increases.

Promaotional Increase Chart

Position Grade Level 2 Increase Level 3 Increase Level 4 Increase

Admin 6,8, 12 | 4% of Current 2% of Current None
Compensation Compensation

Detention Officer | 9 4% of Current 2% of Current Mone
Compensation Compensation

Deputy 11 4% of Current 2% of Current 6% of Current
Compensation Compensation Compensation

Investigator 12 4% of Current 2% of Current None
Compensation Compensation

Sergeant 14 4% of Current 2% of Current None
Compensation Compensation

Inv. Sergeant 15 4% of Current 2% of Current MNone
Compensation Compensation

Lieutenant 16 4% of Current 2% of Current Mone
Compensation Compensation

INV Lieutenant 17 4% of Current 2% of Current MNone
Compensation Compensation

Captain 18 6% of Current None None
Compensation

Major 21 6% of Current None Mone
Compensation

Section 4. - Position incentives.

In addition to the promotional increases in compensation that will be awarded based on the criteria set
forth above, selected Sheriff's Department employees will be paid additional monetary incentives to
reward the performance of specified duties. These incentives will be awarded and paid on a semi-annual
basis, and will be paid only as set forth below. Such incentives will be based on the "Salary Low”
compensation that pertains to an employee’s position that is set forth in the "Cleveland County Pay Scale”
that is in effect as of the date(s) of payment of such incentives (regardless of the annual compensation
that the employee is then actually being paid).

Employees employed in the following Divisions will be paid a non-discretionary incentive payment

("Imcentive Payment”) of one and one-half percent (1.50%) on a semi-annual basis (which amounts to
three percent (3%) annually): The Narcotics Division and the Criminal Investigative Division.

Employees employed in the following Divisions or jobs will be paid an Incentive Payment of seventy-five
hundredths of one percent (0.75%) on a semi-annual basis (which amounts to one and one-half percent
(1.50%) annually): Community Interdiction Team Division, K-9 Division, and Field Training Officers.

No Incentive Payment shall be paid to an employee whose employment, regardless of reason, has come
to an end as of the date of an Incentive Payment.

Employees employed in the Special Emergency Response Team ("SERT"), as defined by a roster
maintained by the Office of the Sheriff, will be paid an Incentive Payment of one-half (1/2) of one percent
(0.5%) on a semi-annual basis (which amounts to one percent (1%]) annually).

Provided, however, that any employee who has worked in one of the foregoing positions or Divisions for
fewer than three (3) complete consecutive months shall be ineligible for such an Incentive Payment. If an
employee has worked in one of the foregoing positions for more than three (3) but fewer than twelve (12)
complete consecutive months, then he/she is eligible for a pro-rated Incentive Payment based on the
number of complete consecutive months worked in his/her role. For example, if an employee has worked
in the Narcotics Division for eight (8) such months, then he/she is eligible for an Incentive Payment equal
to (Bmonths/12months) x 3% = (66.66) x 3% = two percent (2%).

With the exception of employees employed in the SERT, employees may qualify for only one (1) an
Incentive Payment at any given time, and will be paid whichever potential Incentive Payment is greater.
(For example, if an employee is a Field Training Officer in the Marcotics Division, then hefshe would
qualify for the one-half percent (1.5%) an Incentive Payment on a semi-annual basis (which will amount to
three percent (3%) if payable over two consecutive semi-annual payments.) Employees employed in the
SERT will be eligible for the SERT an Incentive Payment regardless of eligibility for any other Incentive
Payments.




COMMUNITY SUPPORT FOR THE AMERICAN LEGION WORLD SERIES

Commissioner Hutchins discussed with the Board, suggestions and ideas on showing support for the 2019
ALWS bid. He recommended reaching out to the municipalities and ask them to show their support through either
a letter, resolution or proclamation. Commissioner Whetstine asked Chairman Holbrook to explain the process and
current situation for the 2019 bid. Chairman Holbrook stated the ALWS contract officially expires in 2019. The
contract stipulates at the end of the 2018 series that evaluations and negotiations will begin for contract renewal.
Also included in the contract is a one-year option out which states the County could option out or the National
Office could give notification they are unhappy with the Cleveland County location. The final decision will be
made by evaluators and staff from the National Home office during the second week in October.

ACTION: Commissioner Hutchins made the motion, seconded by Commissioner Whetstine and
unanimously approved by the Board (4-0; Chairman Holbrook recused himself from voting) to, draft a
proclamation showing support for the American Legion to be signed by the Board at the October 2, 2018
Commissioners Meeting and to reach out to the municipalities asking them for a letter or proclamation of
support.

COMMISSIONER REPORTS

Commissioner Bridges — reminded everyone the Cleveland County Fair starts on Thursday, September 27,

Commissioner Whetstine — recently completed a North Carolina Rural Center Leadership class where
seven area counties were represented. Dan Gerlach with the Golden Leaf Foundation attended the class and
commended Cleveland County’s workforce development work stating it was the best in the state.

Commissioner Hutchins — attended several meetings held throughout the County. He thanked all first
responders for their service and response during Hurricane Florence.
ADJOURN

There being no further business to come before the Board at this time, Commissioner Hutchins made the
motion, seconded by Commissioner Whetstine, and unanimously adopted by the Board, to adjourn the meeting.
The next meeting of the Commission is scheduled for Tuesday, October 2, 2018 at 6:00 p.m. in the

Commissioners Chamber.

Eddie Holbrook, Chairman
Cleveland County Board of Commissioners

Phyllis Nowlen, Clerk to the Board
Cleveland County Board of Commissioners



