
ROWAN COUNTY COMMISSION AGENDA
September 4, 2018 - 3:00 PM
J. Newton Cohen, Sr. Room

J. Newton Cohen, Sr. Rowan County Administration Building
130 West Innes Street, Salisbury, NC 28144

Call to Order

Invocation

Provided By: Chaplain Michael Taylor

Pledge of Allegiance

Consider Additions to the Agenda

Consider Deletions From the Agenda

Consider Approval of the Agenda

Board members are asked to voluntarily inform the Board if any matter on the agenda
might present a conflict of interest or might require the member to be excused from

voting.

• Consider Approval of the Minutes: August 20, 2018

1 Consider Approval of Consent Agenda

A. Granite Quarry Easement for Chamandy Drive Extension
B. Proclamation for Patriot Day - A Day of Remembrance - September 11,

2001
C. Proclamation for First Responders Appreciation Day
D. Ambulance Franchise Application
E. HDR Task Order - Landfill Gas System Operations
F. New Full-Time Position in Tax Administration
G. Elon Homes - Foster Care
H. Personnel Ordinance and Policy Revisions
I. Bayada Home Health Care - In-Home Aide
J. Genesis-A New Beginning - Family Reunification
K. Coltrane Life Center - Adult Day Care/In-Home Aide



L. Children's Home Society of NC - Foster Care
M. Abundant Living Adult Day Services - Adult Day Care
N. Purchase Requisition - Wheel Loader for Landfill
O. Salcoa Contracting - Administration Building Renovations
P. Proclamation for Constitution Week
Q. FY 2018 Year End
R. HCCBG Additional Allocation for FY 2018-19
S. West End Plaza Event Center Rental Policy

2 Public Comment Period

3 Update From Register of Deeds Office
4 Budget Amendments
5 Consider Approval of Board Appointments

6 Adjournment

Regular
Agenda
Items

Citizens with disabilities requiring special needs to access the services or public
meetings of Rowan County Government should contact the County Manager's Office

three days prior to the meeting by calling (704) 216-8180.



ROWAN COUNTY
A COUNTY COMMITTED TO EXCELLENCE

130 West Innes Street - Salisbury, NC 28144
TELEPHONE: 704-216-8180 * FAX: 704-216-8195

MEMO TO COMMISSIONERS:

FROM: Carolyn Barger, Clerk to the Board
DATE: August 24, 2018
SUBJECT: Consider Approval of the Minutes: August 20, 2018

ATTACHMENTS:
Description Upload Date Type
August 20, 2018 Minutes 8/28/2018 Cover Memo

































ROWAN COUNTY
A COUNTY COMMITTED TO EXCELLENCE

130 West Innes Street - Salisbury, NC 28144
TELEPHONE: 704-216-8180 * FAX: 704-216-8195

MEMO TO COMMISSIONERS:

FROM: County Attorney Jay Dees
DATE: August 28, 2018
SUBJECT: Granite Quarry Easement for Chamandy Drive Extension

ATTACHMENTS:
Description Upload Date Type
Easement 8/28/2018 Cover Memo
Survey 8/28/2018 Cover Memo











ROWAN COUNTY
A COUNTY COMMITTED TO EXCELLENCE

130 West Innes Street - Salisbury, NC 28144
TELEPHONE: 704-216-8180 * FAX: 704-216-8195

MEMO TO COMMISSIONERS:

FROM: Carolyn Barger, Clerk to the Board
DATE: 08/24/2018
SUBJECT: Proclamation for Patriot Day - A Day of Remembrance - September 11, 2001

ATTACHMENTS:
Description Upload Date Type
Proclamation 8/24/2018 Cover Memo





ROWAN COUNTY
A COUNTY COMMITTED TO EXCELLENCE

130 West Innes Street - Salisbury, NC 28144
TELEPHONE: 704-216-8180 * FAX: 704-216-8195

MEMO TO COMMISSIONERS:

FROM: Carolyn Barger, Clerk to the Board
DATE: 08/24/2018
SUBJECT: Proclamation for First Responders Appreciation Day

ATTACHMENTS:
Description Upload Date Type
Proclamation for First Responders
Appreciation Day 8/24/2018 Cover Memo





ROWAN COUNTY
A COUNTY COMMITTED TO EXCELLENCE

130 West Innes Street - Salisbury, NC 28144
TELEPHONE: 704-216-8180 * FAX: 704-216-8195

MEMO TO COMMISSIONERS:

FROM: Chris Soliz, Chief, Emergency Services
DATE: 8/22/18
SUBJECT: Ambulance Franchise Application

The Emergency Services Department, EMS Division, has received and verified an application for an
ambulance franchise to be operated by Med-Trans.  All County and State standards have been met by the
applicant.  Additionally, the applicant has guaranteed the ability to provide EMS backup to Rowan County at
the Advanced Life Support Level for every call for service.  This is a distinct benefit and will be the only
Franchise able to provide such a guarantee.

Rowan County Emergency Services respectfully recommends approval of the Franchise Ambulance
application.

ATTACHMENTS:
Description Upload Date Type
Med-Trans Ambulance Franchise
Application 8/23/2018 Exhibit



 
2727 Old Concord Rd, Suite E, Salisbury, NC, 28146-8388 
[p] 704-216-8900                                        [f] 704-216-8921 

 
 

M E M O R A N D U M 
 
To:  Chris Soliz, Chief       
From:  Lennie Cooper, EMS Division Chief 
Subject: Med-Trans Franchise Application 
Date:  August 23, 2018 
 
 
Med-Trans Corporation has submitted a completed “Application for Ambulance Franchise” in accordance 
with the Rowan County Ambulance Franchise Ordinance. Med-Trans currently operates within the County 
as Novant Health Med Flight (NHMF). Air Medical services do not require a franchise; however NHMF 
desires to add a ground transport capability which does require a franchise.  
 
NHMF expressed a desire to begin ground operations at the time that they began their air medical 
service. The primary mission of the ground operation mirrors that of the air operation. They support 
Novant Heath, primarily Rowan Medical Center, with hospital transfers and other patient movement 
needs. A secondary objective of the ground operation will also be “back up” for the air operation in times 
of inclement weather or other conditions that prevent the use of the aircraft.  
 
Additionally, they have also indicated the desire to provide “EMS backup” to the County upon request. 
Currently all franchises provide EMS back up but advanced life support capabilities (ALS) are not always 
available. NHMF will be the only franchisee that will guarantee ALS capable assistance on every call for 
service. Internal policy and contractual obligations require a minimum staffing level that meets ALS 
guidelines.   
 
I have reviewed the application and required documentation. It is complete with the exception of North 
Carolina Office of EMS (NCOEMS) information that has not yet been generated. NCOEMS will not provide 
an ambulance permit until the agency has received a franchise. The permit #, inspection date and 
expiration dates can not be submitted at this time. Med-Trans will provide those before beginning 
operations.  
 
I recommend the granting of the franchise based on the application and documentation. I am requesting 
that this matter be placed on the agenda for approval by the Board of Commissioners at the first available 
opportunity.  
 

Providing comprehensive services for the common good 
 through effective community preparedness and management of adverse events 



 

 
County of Rowan  

 

 

 
Department of Emergency Services 

EMS Division 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Application for Ambulance Franchise  



  
 The following instructions should assist you in completing the Rowan County Emergency Services’ EMS 
System “Application for Ambulance Franchise”.  Fill in all appropriate fields with current information. Fields 
that are not applicable to this application shall have “N/A” inserted.  
 

1. Section I must be filled out for all Ambulance Franchise applications and modifications. This page is 
formatted to be completed electronically and saved for future use. 

2. For Franchise renewal, only SECTION I and the signature/acknowledgment page is required.  
3. For Modifications, Section II is required in addition to Section I and the signature/acknowledgment 

page.  
4. Franchise modifications retain the expiration date of the original application.  
5. The document shall be completed electronically, printed upon completion and submitted with 

original signatures.   
6. If any of the below information has changed, please update in North Carolina Office of Emergency 

Services CIS data base prior to submission and highlight below what is new. 
 
 
While numerous changes to the Franchise Agency Provider’s operation require only notification to the 
Rowan County EMS System and the North Carolina Office of Emergency Medical Service, certain changes 
will require a Franchise Modification.  
 
Changes requiring local and State notification but not requiring a modification include: 

• Agency contact information 
• Annual continuing medical education training plans 
• Personnel rosters 
• Vehicle changes, additions or deletions  

 
Changes requiring an Application for Ambulance Franchise Modification include: 

• Provider Name  
• Level of Service 
• Location changes, additions or deletions 
• Agency Type 
• Response Level  
• Additional Services provided 
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SECTION I: PROVIDER INFORMATION 

 
NAME AND ADDRESS OF THE APPLICANT AND OWNER OF THE AMBULANCE PROVIDER. 1 Attach a certified copy of any 
assumed name certificate or articles of incorporation.  
 
Name:   Med-Trans          
 
Address:  209 State Hwy 121 Bypass Suite 21              
 
City:  Lewisville                           State:  TX             Zip:  75067  
 
Phone: (940) 591-5811   Fax Number:  N/A     Email Address:  russell.wise@med-trans.net             
 
Pager: N/A        Mobile:  (803) 295-8338                       
 
NAME UNDER WHICH SERVICE WILL OPERATE: 2 Novant Health Med Flight Ground  
 
NORTH CAROLINA OFFICE OF EMERGENCY MEDICAL SERVICES PROVIDER NUMBER:  1877 
 
LEVEL OF SERVICE TO BE PROVIDED: 3, 4   CONVALESCENT      EMT-B     EMT-I     EMT-P 
 
PROVIDE A BRIEF DESCRIPTION OF THE ORGANIZATIONS TRAINING AND EXPERIENCE IN THE CARE AND 
TRANSPORTATION OF PATIENTS.5 Include a copy of your annual continuing medical education plan and a current roster 
from the North Carolina Office of Emergency Services CIS data base. (Character Limit 1750)  
 
Med-Trans is a long standing air medical provider of critical care transport for the ill and injured patient.  Med-Trans will 
apply the same standards for their affiliated ground services.  The Driver position of the ground ambulance team will 
possess at a minimum a NREMT-B certification, and be current in either EVOC or CEVO.  The patient care provider will at 
a minimum be a NREMT-P with the possible exception of an NREMT-A, who is attending a NC. State approved paramedic 
class may provide clinical care with a preceptor.  
Please attached paperwork for the education plan and the current roster from NCOEMS CIS data base. 
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DESCRIBE THE NUMBER AND TYPE OF VEHICLES OPERATED BY THE PROVIDER. INCLUDE THE DATE OF THE LAST OEMS 
INSPECTION AND ITS EXPIRATION.6   Attach a current vehicle list from the from the North Carolina Office of Emergency 
Medical Services CIS data base. If more than 2 vehicles are operated, contact the Emergency Services Office for an 
amended application.  
A current vehicle list is unavailable.  One CCT vehicle that will operate as an ALS unit except during inclement weather 
and when heavy maintenance is due on the aircraft. 
 
  
Unit #:  001 Make: Ford    Model: Ford Transit 250 MG    Year:  2018 
 
VIN:  1FDYR2CMXJKA36041   Permit:         Inspection Date:        Expiration:         
 
 
 
LIST THE LOCATION AND DESCRIPTION OF LOCATION/LOCATIONS FROM WHICH THE PROVIDER INTENDS TO OPERATE 
INCLUDING A DESCRIPTION OF THE RESPONSE DISTRICT 7 AND HOURS OF OPERATION8. If more than 2 locations are 
intended, contact the Emergency Services Office for an amended application.  Include a copy of your agency’s listing 
from the North Carolina Office of Emergency Services CIS data base.    
 
Location Name: Novant Health Med Flight Rowan Medical Center   

Physical Address: 901 West Henderson Street  

  City:  Salisbury    State: NC    Zip Code: 28144 

Mailing Address: 901 West Henderson Street 

  City: Salisbury    State: NC    Zip Code: 28144 

Phone Number:   (704) 210-5022        

Location Hours of Operation:  24   Location Days of Operation: 07   

 

Location Name:        

Physical Address:        

  City:         State:          Zip Code:       

Mailing Address:       

  City:         State:          Zip Code:       

Phone Number:        

Location Hours of Operation:         Location Days of Operation:          
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INDICATE SERVICES CURRENTLY PROVIDED BY THE APPLICANT. ADDITION OR DELETION OF SERVICES REQUIRES AN 

APPLICATION FOR FRANCHISE MODIFICATION.9 

 
AGENCY TYPE: Check One 
 

Public Private 
 
RESPONSE LEVEL: Check One 
 

 Primary Emergency Response (receives assignments from ROWAN Telecommunications via radio dispatch) 
 

 Primary Non-Emergency Response (schedules/arranges calls through a third party call center)      
 
ADDITIONAL SERVICES PROVIDED: Check all that apply 
 

Event Standby  
 

Transportation of members/employees 
 

EMS Backup (EMS backup is an expected component of franchise operation. Providers who choose not to offer EMS  
  back up services must submit documentation supporting that position. Consideration will be given to  
  that request during application review.)   
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SECTION II: FRANCHISE MODIFICATION 
 
NAME AND ADDRESS OF THE APPLICANT AND OWNER OF THE AMBULANCE PROVIDER. 1  
 
Name:                  
 
Address:                     
 
City:                                   State:                      Zip:         
 
Phone:       Fax Number:          Email Address:                    
 
Pager:              Mobile:                              
 
NAME UNDER WHICH SERVICE WILL OPERATE: 2        
 
NORTH CAROLINA OFFICE OF EMERGENCY MEDICAL SERVICES PROVIDER NUMBER:        
 
LEVEL OF SERVICE TO BE PROVIDED: 3, 4   CONVALESCENT      EMT-B     EMT-I     EMT-P 
 
FOR ADDITIONS OR DELETIONS, PROVIDE INFORMATION BELOW FOR THE AFFECTED LOCATION(S). 
 

ADD     DELETE 
  
Location Name:        

Physical Address:        

  City:         State:          Zip Code:       

Mailing Address:         

  City:         State:          Zip Code:       

Phone Number:        

Location Hours of Operation:         Location Days of Operation:         

 
INDICATE SERVICES PROPOSED BY THE APPLICANT AS A PART OF THIS APPLICATION FOR FRANCHISE MODIFICATION.9 
 
AGENCY TYPE: Check One 
 

Public Private 
 
RESPONSE LEVEL: Check One 
 

 Primary Emergency Response (receives assignments from ROWAN via radio dispatch) 
 

 Primary Non-Emergency Response (schedules/arranges calls through a third party call center)      
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ADDITIONAL SERVICES PROVIDED: Check all that apply 
 

Event Standby  
 

Transportation of members/employees 
 

EMS Backup (EMS backup is an expected component of franchise operation. Providers who choose not to offer EMS  
  back up services must submit documentation supporting that position. Consideration will be given to  
  that request during application review.)   
 
 
DOCUMENT CHECKLIST: Please be certain that all of the documents listed are included with your application. 
 

 Certified copy of “Assumed Name Certificate” or Articles of Incorporation. 
 

 Annual Continuing Medical Education Training Plan 
 

 Current employee/member roster printed from the North Carolina Office of Emergency Services CIS data base 
 

 Current vehicle listing printed from the North Carolina Office of Emergency Services CIS data base 
 

 Current Station listing printed from the North Carolina Office of Emergency Services CIS data base 
 
FOR MODIFICATION APPLICANTS: (include applicable documents listed below)  
 

 Certified copy of the UPDATED “Assumed Name Certificate” or Articles of Incorporation. 
 

 UPDATED employee/member roster printed from the North Carolina Office of Emergency Services CIS data base 
 

 UPDATED vehicle listing printed from the North Carolina Office of Emergency Services CIS data base 
 

 UPDATED station listing printed from the North Carolina Office of Emergency Services CIS data base 
 

1. 4-28.(1) of the codified Rowan County Ambulance Ordinance 
2. 4-28.(2) of the codified Rowan County Ambulance Ordinance  
3. 4-29.(a) of the codified Rowan County Ambulance Ordinance  
4. Level of Service indicated must be maintained for all hours of operation and must be the current level of service 

provided. Requests to modify level of service are found in Section II, Modifications.   
5. 4-28.(3) of the codified Rowan County Ambulance Ordinance 
6. 4-28.(4) of the codified Rowan County Ambulance Ordinance 
7. 4-28.(5) of the codified Rowan County Ambulance Ordinance 
8. 4-28.(6) of the codified Rowan County Ambulance Ordinance 
9. 4-28.(6) of the codified Rowan County Ambulance Ordinance 

 
SUBMIT COMPLETED APPLICATION AND REQUIRED DOCUMENTS TO: 
 
Rowan County Department of Emergency Services 
2727 Old Concord Road, Suite E 
Salisbury, NC 28146 
 
Attn: Chris Soliz, Chief 
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This application shall be filled out and submitted to the Rowan County Department of Emergency Services. Upon receipt, 
the County may request other documentation as needed to judge the ability of the applicant to provide the service(s) or 
justify the need for such service(s) requested by this application.  
 
Franchises will be in effect for a term of three (3) years. All franchises are renewed simultaneously. An agency 
requesting a new franchise or modification will be required to renew in synchronization with other agencies.  
 
It is the responsibility of the franchise to provide, at all times specified in the franchise, the degree and level of service 
outlined in this application. This includes but is not limited to, maintaining all appropriate State certifications for vehicle 
and personnel. Additionally, a minimum number of eight (8) active members credentialed at the level of service 
indicated, must be represented on the roster to maintain the franchise certificate.  
 
Under normal circumstances the franchise may be terminated by either party with ninety (90) days prior written notice.  
 
I, the undersigned, have reviewed this Application for Ambulance Franchise. I fully approve, support, and endorse this 
modification with a thorough involvement and understanding of our respective roles and responsibilities in maintaining 
an EMS System in the State of North Carolina pursuant to the rules of the North Carolina Medical Care Commission. 
 
I, the undersigned, acknowledge that pursuant to 10A NCAC 13P.0401 Components of Medical Oversight for EMS 
Systems, franchise agencies receive direction and oversight from the Rowan County EMS System. All franchise agencies 
must comply with the Rowan County Emergency Services EMS Divisions’ EMS System Plan with regard to EMS Protocol, 
Policy and Procedure, as well oversight by the System Medical Director(s) and administrators.  
 
 
_______________________________________________________  ____________________ 
Owner/President/Chief        Date 
Type/print name:  Russell O. Wise 
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ARTICLES OF INCORPORATION 
OF 

MED-TRANS CORPORATION 

The undersigned natural person of the age of 18 years or more, 

acting as incorporator of a corporation under the North Dakota 

Business Corporation Act, adopt the following Articles of 

Incorporation for such corporation: 

ARTICLE I. 

The name of said corporation shall be Med-Trans Corporation. 

ARTICLE II. 

The period of its duration is perpetual. 

ARTICLE III. 

The purposes for which the corporation is organized are: 

General purposes and all purposes allowed under the laws of 

the State of North Dakota. 

ARTICLE IV. 

The aggregate number of shares which the corporation shall 

have authority to issue is 5,000 with a par value of $10.00 making 

a ·total authorized capitalization of $50, ooo. 00. 

ARTICLE V. 

The name of the Registered Agent is Dennis Rohlfs. The Social 

Security or Federal ID# of the Registered Agent is 504-60-4096. 

The address of the Registered Office is Bismarck Airport, P.O. Box 

2273, Bismarck, ND 58502. 

1 



ARTICLE VI. 

Regulation of the internal affairs of the corporation shall be 

governed by its bylavlS. 

ARTICLE VII. 

The name, Social Security number, and address of each 

incorporator is as follows: 

ADDRESS CITY STATE ZIP 

Dennis Rohlfs 1320 Crestview Lane 
Bismarck, ND 58501 

The above-named incorporator states that I have read the above 

Articles of Incorporation and knov! the contents thereof, and 

believe the statements made therein to be true. 

Dated this --~,(-~~---day of February, 1995. 

~~ Dennis RohlfS 

FEES: 
F i l·ing . ......................... $3 0 . 0 0 
Consent of Registered Agent ...•. $10.00 
Minimum License Fee •••••••••.... $50.00 
Additional License Fees ••••.•••. 

(Equal to $10.00 for each additional 
$10,000 in excess of $50,000) 

Certificate No. 

Filing Date: 

Fee Paid: 

Filed by: 

t.IED-TRANS.AOI 
DIIMJRK 

d-{Lj- qs 

2 



State of North Dakota 
/< -f!?,:i -~~~~\ 

'-11.( 1~1 I \H\ \;\f*~~~; ( ) I '-~ I \ I I· 

CBRT:IP:ICATB OP DICORPORAT:ION 

OF 

MED-TRANS CORPORATION 

The undersigned, as Secretary of State of the 
State of North Dakota, hereby certifies that 
Articles of Incorporation for the incorporation of 

MED-TRANS CORPORATION 

duly signed and verified pursuant to the North 
Dakota statutes governing a North Dakota business 
corporation, have been received in this office and 
are found to conform to law. 

ACCORDINGLY the undersigned, as such Secretary 
of State, and by virtue of the authority vested in 
him by law, hereby issues this Certificate of 
Incorporation to 

MED-TRANS CORPORATION 

Dated: February 14, 1995 

Alvin A. Jaeger 
Secretary of State 



The Station has been successfully created. ×

Station: Novant Health Med Flight Ground



General Information

Name: Novant Health Med Flight Ground

Physical Address:
901 West henderson Street 
Salisbury , NC 28144
Rowan County

Work Number: (704) 431-4535 

Status: Open

Primary Information

Agency: Med-Trans dba Med Flight

ID Number:

Longitude:

Latitude:

Page 1 of 1Station | Continuum
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MTC Annual Medical Crew Educaion Overview

Content Provided By Scenario

Critical Care ‐ adult Simulation Non‐Invasive Ventilation 

Critical Care ‐ adult Simulation Abdominal Aortic Aneurysm 

Critical Care ‐ pediatric Simulation Accidental Overdose

Critical Care ‐ neonatal / infant Simulation Dehydration / pneumonia

Emergency care ‐ adult
Simulation

Peri‐arrest with push does pressors 

decompensating to cardiac arrest

Emergency care ‐ adult
Simulation

Multisystem Trauma ‐ back‐up airway use + 

blood product administration

Emergency care ‐ pediatric Simulation Crush injury 

Emergency care ‐ neonatal
Simulation

NRP ‐ suction with positive pressure ventilation 

needed

Labor and Delivery Simulation Precipitous delivery 

Endotracheal intubations ‐ 

minimum 1/age group/quarter Skill Trainer Skill based station

Alternative airway management Skill Trainer Skill based station

Invasive procedures labs Annual Invasive Skills Lab Skill based station

Month Provided By Content

January Cornerstone  End of Year Exam + 2015 AHA Update

February Cornerstone  Overdose

March Cornerstone  Securing Infant Airways ‐ Case Review

April Cornerstone  Non‐invasive Modes of Ventilation

May Cornerstone  Crush Injury

June Cornerstone  High Risk Obstetric ‐ Case Review

July Cornerstone  AAA

August Cornerstone  Pediatric Respiratory Emergencies

September Cornerstone  End of Year Exam

October Cornerstone  NRP Review

November Cornerstone  Blood Product Administration
December Cornerstone  TBD Case Review

Med‐Trans utilizes Cornerstone as the Learning Management System for medical crew members. Each month a 

minimum of one topic is assigned; additional content may be assigned as learning needs are identified. The 

topics are selected to prepare crew members for simulation as well as address learning needs identified from 

case reviews. Each module has a questions embedded throughout the presentation as well as a quiz to validate 

competency at the end. ASTNA continuing education credits are awarded for each module. Modules typically 

take 30‐60 minutes to complete.

Med‐Trans Corporation requires that each medical crew member attend quarterly simulation training that is 

held at a contracted facility within the region / program that they are assigned. Scenarios are developed by the 

Professional Development Team with consideration given to accreditation body requirements and educational 

needs identified during peer review and quality metrics review. Key equipment and procedure competencies 

are worked into each of the quarterly simulations to maximize the time an employee spends with their program 

level educators. Each employee spends between 2‐4 hours per quarter for the simulation training. Below is the 

2018 plan for quarterly simulations. 

Human Patient Simulation 2018 

2018 Didactic 



MTC Annual Medical Crew Educaion Overview

Content Provided By Frequency

Transport Provider Advanced 

Trauma Course
ASTNA Course

3 years

High Risk Obstetrics Approved Instructor Annually

Intra‐aortic Balloon Pump Approved Instructor Annually

Impella Device Approved Instructor Annually

Ventricular Assist Devices Approved Instructor Annually
Advanced Certification Preparation 

/ Review Approved Instructor
4 years

Programs offer scope of care specific level education in collaboration with the Professional Development Team. 

Below are examples of the program specific education.

Additional Education



1
2
3
4
5
6
7
8
9

10
11
12
13
14
15
16
17
18

A B C D E
Name Job Title(s) Certification Exp Date Employment Status
Bradley Thomas Daniels  P013467 SC015719 Administrator Paramedic 3/31/2019 'Full Time Paid Employee'
Russell O Wise  SC027533 P118180 Agency Primary EMT-Paramedic 10/31/2019 'Full Time Paid Employee'
John A Bray  P066700 'EMS Technician' Emergency Medical T8/31/2020 'Full Time Paid Employee'
Amy E Cherry  P013797 SC025660 'EMS Technician' EMT-Paramedic 8/31/2020 'Full Time Paid Employee'
Jason G Corum  P047558 'EMS Technician' EMT-Paramedic 9/30/2020 'Full Time Paid Employee'
Dustin Matthew Earnhardt  P086796 'EMS Technician' Paramedic 5/31/2022 'Full Time Paid Employee'
Matthew Boyd Franklin  P067446 'EMS Technician' Paramedic 2/29/2024 'Full Time Paid Employee'
Samuel C Guessford  P012191 'EMS Technician' Emergency Medical T6/30/2021 'Full Time Paid Employee'
Todd Allen Holderfield  P071642 SC506357 'EMS Technician' EMT-Paramedic 1/31/2019 'Part Time Paid Employee'
Rebecca K Norris  P086037 SC505644 'EMS Technician' EMT-Paramedic 12/31/2020 'Part Time Paid Employee'
William B. Sanders IV P068951 SC509406 WV509426 'EMS Technician' EMT-Paramedic 'Full Time Paid Employee'
Joshua Wayne Loyd  P508184 SC509901 'Medical Director' Physician 3/31/2019 'Part Time Paid Employee'
Gregory S McCarty  P120326 'Medical Director' Physician 'Full Time Paid Employee'
Misty H Faavesi  P050307 'Nurse' Nurse 'Full Time Paid Employee'
Laura Marie Shaw  P116799 'Nurse' Nurse 'Full Time Paid Employee'
Camille Waldron  P118849 'Nurse' Nurse 'Full Time Paid Employee'



Nothing found to display. 

Nothing found to display. 

Vehicle: 1FDYR2CMXJKA36041



Primary Information

VIN: 1FDYR2CMXJKA36041

Model Year: 2018

Unit Number: 001

Height: 106

Length: 200

Date Added: 08/20/2018

Four Wheel Drive: No

Bariatric Unit: No

State: NC

Other Information

Chassis Manufacturer: Ford

Chassis Year: 2018

Box Manufacturer: AEV

Box Year: 2018

Fuel Type: Gasoline

Use Type: Vehicle Type is Type II and Vehicle Use is Ground. 

Vehicle Status: Inspection Pending

Non Permitted: No

Agency Information

Agencies: Med-Trans dba Med Flight

Current Permit 

Viper IDs  Add 

Page 1 of 1Vehicle | Continuum
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INSURANCE IDENTIFICATION CARD

(STATE)
COMMERCIAL PERSONAL

COMPANY NUMBER COMPANY

POLICY NUMBER EFFECTIVE DATE EXPIRATION DATE

YEAR MAKE/MODEL VEHICLE IDENTIFICATION NUMBER

AGENCY/COMPANY ISSUING CARD

INSURED

SEE IMPORTANT NOTICE ON REVERSE SIDE

THIS CARD MUST BE KEPT IN THE INSURED

VEHICLE AND PRESENTED UPON DEMAND

IN CASE OF ACCIDENT: Report all accidents to your Agent/Company as
soon as possible. Obtain the following information:

1. Name and address of each driver, passenger and witness.

2. Name of Insurance Company and policy number for each
vehicle involved.

ACORD 50 (2007/02) © ACORD CORPORATION 1983-2007.  All rights reserved.

GLOBMED-02 DOLIVAS

NORTH CAROLINA

X
22667 ACE American Insurance Company

ISAH25150028 03/14/2018 03/31/2019

2018 Ford Type II Ambulance 1FDYR2CMXJKA36041

Woodruff-Sawyer & Co.
717 - 17th Street, Suite 1540
Denver, CO 80202

(800) 675-4467

Med-Trans Corporation
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ROWAN COUNTY
A COUNTY COMMITTED TO EXCELLENCE

130 West Innes Street - Salisbury, NC 28144
TELEPHONE: 704-216-8180 * FAX: 704-216-8195

MEMO TO COMMISSIONERS:

FROM: Finance Department
DATE: 8/27/2018
SUBJECT: HDR Task Order - Landfill Gas System Operations

Please see the attached Task Order.

Please approve the attached Task Order with HDR Engineering for the operation, maintenance and
EPA reporting associated with the Landfill gas system.

ATTACHMENTS:
Description Upload Date Type
HDR Task Order - Landfill Gas System
Operations 8/27/2018 Cover Memo











ROWAN COUNTY
A COUNTY COMMITTED TO EXCELLENCE

130 West Innes Street - Salisbury, NC 28144
TELEPHONE: 704-216-8180 * FAX: 704-216-8195

MEMO TO COMMISSIONERS:

FROM: Human Resources Department
DATE: 08/27/18
SUBJECT: New Full-Time Position in Tax Administration

Please see attached request for a new position.

Please approved attached request for a new position.

ATTACHMENTS:
Description Upload Date Type
New FT Position in Tax Administration 8/27/2018 Cover Memo











ROWAN COUNTY
A COUNTY COMMITTED TO EXCELLENCE

130 West Innes Street - Salisbury, NC 28144
TELEPHONE: 704-216-8180 * FAX: 704-216-8195

MEMO TO COMMISSIONERS:

FROM: Finance Department
DATE: 8/27/2018
SUBJECT: Elon Homes - Foster Care

Please see the attached contract.

Please approve the attached contract between Elon Homes and the Rowan County Department of Social
Services for Foster Care.

ATTACHMENTS:
Description Upload Date Type
Elon Homes - Foster Care 8/27/2018 Cover Memo









































































ROWAN COUNTY
A COUNTY COMMITTED TO EXCELLENCE

130 West Innes Street - Salisbury, NC 28144
TELEPHONE: 704-216-8180 * FAX: 704-216-8195

MEMO TO COMMISSIONERS:

FROM: Human Resources Department
DATE: 08/27/18
SUBJECT: Personnel Ordinance and Policy Revisions

Please approve attached Personnel Ordinance and Personnel Policy revisions.

ATTACHMENTS:
Description Upload Date Type
Personnel Oridnance and Policy Review 8/27/2018 Cover Memo



 
 

Proposed Change To: 
ROWAN COUNTY 

PERSONNEL ORDINANCE 
Revisions approved by the Board of County Commissioners on February 1, 2010 (enter 
date) 
 
Sec. 2-36. - Employment eligibility verification.  

The human resources director will be responsible for insuring that the county employs only 
United States citizens, United States non-citizen nationals, lawful permanent residents, and aliens 
authorized to work in the United States in conjunction with the Immigration Reform and Control 
Act of 1986.  

(Ord. of 8-3-87, § 1.1.12; Amend. of 2-1-10; Amend. of (enter date)) 

Sec. 2-62. - Coverage; allocation of positions.  

New regular benefited positions shall be approved by the board of commissioners. Funding for a 
department may be approved by the board of commissioners to be utilized for the creation of part 
time or temporary non-benefited positions on an as-needed basis in order to provide county 
services. Non-benefited employees shall ne limited to less than one thousand (1,000) hours per 
calendar year and an average of less than thirty (30) hours per week.  

 

The classification plan to be adopted and covered by this division shall include full-time, part-
time and temporary employee classes of positions in the county's service. The human resources 
director shall recommend for the county manager's approval, allocation of each position covered 
by the classification plan to its appropriate class.  

(Ord. of 8-3-87, § 1.2.2; Amend. of 2-1-10; Amend. of 6-6-16(1);Amend of (enter date))  

DIVISION 5. - RECRUITMENT AND EMPLOYMENT  

Sec. 2-96. - Equal employment opportunity policy.  

It is the policy of the county to foster, maintain and promote equal employment opportunity. 
The county shall select employees on the basis of applicant’s qualifications and without regard to 
their age, sex, race, color, creed, religion, political affiliation, disability, or national origin, 
genetic information,or military status, except where specific age, sex, or physical requirements 
constitute a bona fide occupational qualification necessary for job performance. It will be the 
responsibility of the human resources director to enforce and monitor this policy.  

(Ord. of 8-3-87, § 1.4.1; Amend. of 2-1-10; Amend of (enter date)) 

State Law reference— North Carolina Persons with Disabilities Protection Act, G.S. 168A-1 et 
seq. 
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DIVISION 6. - CONDITIONS OF EMPLOYMENT  

Sec. 2-116. - Work schedule.  

(a) The standard workweek for county government is forty (40) hours. The normal daily work 
schedule is eight (8) consecutive hours, plus a lunch period. Law enforcement and 
emergency services require a work schedule to accommodate a twenty-four-twelve (12) 
hour, seven-day work-week. Employees in administrative, professional or managerial 
positions shall work the number of hours necessary to assure the satisfactory performance of 
their duties.  

(b) When the activities of a particular department require some other schedule to meet work 
needs, the county manager may authorize a deviation from the normal schedule.  

(Ord. of 8-3-87, § 1.5.1; Amend of (enter date))  

Sec. 2-118. - Political activity.  

(a) Every employee of the county has a civic responsibility to support good government by 
every available means and in every appropriate manner. Each employee may join or affiliate 
with civic organizations of a partisan or political nature, may attend political meetings, and 
may advocate and support the principles or policies of a civic or political organization in 
accordance with the Constitution and laws of the State of North Carolina and in accordance 
with the Constitution and laws of the United States of America. However, no employees 
shall:  

(1) Engage in any political or partisan activity while on duty or within any period of time 
during which they are expected to render services for which they receive compensation 
from the county;  

(2) Use official authority or influence for the purpose of interfering with or affecting the 
result of an election or nomination for office;  

(3) Be required, as a duty of their office or employment, or as a condition for employment, 
promotion or tenure of office, to contribute funds for political or partisan purposes;  

(4) Solicit, or act as custodian of, funds for political or partisan purposes while on duty as 
an employee of the county;  

(5) Coerce or compel contributions while on duty as an employeee of the county from 
another employee for political or partisan purposes;  

(6) Use any supplies or equipment of the county for political purposes; and  

(7) Permit political advertising at any county facility or on any county property including 
political advertisements attached to county vehicles.  

(b) Constitutional and elected officers are exempt from this entire section, but no such 
constitutional or elected officers are to use any public funds, goods, supplies or materials for 
partisan political purposes.  
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(c) No employee shall run for elected office in violation of state or federal laws and regulations 
or any other local ordinances contained herein. No formal or informal campaign efforts may 
be performed during the operating hours as established by the county.  

(d) The employee may be allowed to take up to two (2) weeks leave without pay before the 
primary and before the general election. If the employee has accumulated vacation leave, he 
may use vacation leave in lieu of leave without pay. Any violation of this section shall be 
deemed improper conduct and subject the employee to disciplinary action up to and 
including dismissal.  

(Ord. of 8-3-87, § 1.5.3; Amend. of 2-1-10; Amend of (enter date))  

DIVISION 7. - HOLIDAY, VACATION, SICK, MEDICAL, EDUCATIONAL AND 
MILITARY LEAVE  

 

Sec. 2-131. - Holidays.  

(a) The commissioners will provide the following holidays: New Year's Day, Martin Luther 
King, Jr.'s Birthday, Good Friday, Memorial Day, Independence Day, Labor Day, Veteran's 
Day, Thanksgiving (two (2) days), and Christmas (three (3) days).  

(b) When a holiday falls on a Sunday, Monday shall be observed as a holiday. When a holiday 
falls on a Saturday, Friday shall be observed as a holiday.  

(c) For staff who work on a seven (7) day, twenty-four (24) twelve (12) hour operation, a 
separate holiday schedule will be adopted and observed when the legal holiday falls on a 
Saturday or Sunday.  

(d) Part time benefitted employees accrue holiday leave based on the average number of hours 
an individual works.  

(e) Temporary employees are not eligible for paid holidays.  

(f) The policy that governs the use of holiday time is as follows:  

(1) There is no waiting period for holidays.  

(2) When staffing permits, holidays may be taken on the day of the holiday. Employees 
who are required to work on the county holiday to insure delivery of services will 
receive another day off in the place of that day and additional pay equal to one-half of 
their regular hourly rate. The employee will not lose the holiday.  

(3) Holidays must be taken on or within a period of time agreeable to the department 
director and employee.  

(4) A holiday occurring during the vacation of an employee will be paid and recorded as a 
holiday.  

(5) In computing wages, holiday pay will be computed at regular pay and will be excluded 
from calculating overtime.  

Comment [NKD6]: No longer applicable 



 
 

(6) Unauthorized absence on a holiday will not be paid.  

(7) If employees have excused absences for illness during a period in when the holiday 
falls, they will receive the holiday pay.  

(Ord. of 8-3-87, § 1.6.1; Ord. of 6-2-03; Ord. of 11-2-15; Amend of (enter date))   

State Law reference— Dates of public holidays, G.S. 103-4.  

Sec. 2-132. - Vacation leave.  

(a) Vacation with pay is granted to full-time and part-time benefited employees. Temporary 
employees are not eligible for vacation benefits.  

(1) Full-time employees accrue vacation on a bi-weekly basis determined by the length of 
service.  

Length of Service  Max Days Per Annum  
Max Hours 

per Pay Period 
Hours Per Factor per Hour 

Worked  

Less than 2 years  10  3.080 0.0385  

2 but less than 5 years  12  3.696 0.0462  

5 but less than 10 years  15  4.616 0.0577  

10 but less than 15 years  18  5.544 0.0692  

15 or more years  21  6.464 0.0808  

  

(2) Emergency Medical Technicians and Paramedics who work a fluctuating workweek 
accrue vacation on a bi-weekly basis determined by the length of service as follows:  

Length of Service  Day Per Annum  Hours Per Pay Period  

Less than 2 years  14   4.42  

2 but less than 5 years  17   5.31  

5 but less than 10 years  21   6.64  
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10 but less than 15 years  26   7.97  

15 or more years  30   9.29  

  

Notation: Days calculated in above chart are rounded.  

(b) The following policies shall govern vacation leave:  

(1) Pay in lieu of vacation will not be allowed.  

(2) Total accrued vacation time shall not exceed thirty (30) days of accrued benefit for the 
purpose of carrying from December thirty-first to the next calendar year.  

(3) Vacation days for full time employees may not be taken in units of less than fifteen (15) 
minutes.  

(4) Upon written request, an employee may elect to use earned vacation days for illness.  

(5) If an employee is on vacation and becomes hurt or ill, that person may exercise the 
option to use sick time; the department director may request medical verification.  

(6) An employee going on an approved leave of absence may request to use accrued 
vacation days.  

(7) Employees who leave the county's employment will be paid for accumulated vacation 
days or the county will transfer any unused vacation leave in lieu of paying it out at the 
request of the terminating employee.  

(8) When a paid holiday falls during a scheduled paid vacation, the employee is not 
charged vacation time for that holiday.  

(9) Employees transferring between departments do not have their accrual rates or accrued 
vacation time affected.  

(10) One (1) day (eight (8) hours) of vacation shall be credited to the accumulated benefits 
of the full-time employee who does not use sick leave and who is not absent without 
leave for a period of twenty-six (26) consecutive work weeks. Part-time benefited 
employees accrue these bonus hours on a pro-rata basis determined by the number of 
hours normally worked in the workweek. For the purpose of determining eligibility for 
this benefit, a work week may be counted in only one (1) twenty-six (26) work week 
period.  

(11) In computing wages, vacation time will be computed at regular pay and will be 
excluded from calculating overtime.  

(Ord. of 8-3-87, § 1.6.2; Ord. of 6-2-03; Amend. of 2-1-10; Amend of (enter date))  

Sec. 2-133. - Sick leave.  



 
 

(a) Sick leave with pay is not a right which an employee may demand but a privilege granted by 
the board of commissioners for the benefit of the employee when sick.  

(b) The following policies shall govern sick leave:  

(1) Full time and part time employees with benefits accrue .0462 hours for regular hours 
worked on a bi-weekly basis. Employees will accrue twelve (12) days per year based 
upon two thousand eighty (2,080) hours.  

(2) There is not a maximum accrual for the sick leave benefit.  

(3) Department directors, with the approval of the human resources director, may advance 
sick leave to vested employees having five years of service, not to exceed the amount an 
employee can accumulate during the current calendar year.  

(4) To be paid for sick leave, employees must notify their supervisors of illness no later 
than one (1) hour after they are scheduled to begin work. If employees cannot call, they 
should have someone else call for them so that arrangements can be made to cover their 
jobs. However, the responsibility of calling lies with the employee.  

(5) If employees are sick for several days, they are responsible for keeping their supervisor 
informed on a daily basis unless other arrangements have been made with the 
supervisors. They should also inform their supervisors of the approximate date they 
expect to return to work.  

(6) Regularly scheduled days off cannot be used as paid sick leave.  

(7) Attendance records are reviewed periodically to determine the extent of absences due to 
illness. An employee with excessive absences will be interviewed by the individual's 
department director, who may request a doctor's statement verifying the employee's 
state of health. A person whose health prevents that individual from fulfilling the 
requirements of one's job may be placed on leave of absence until the individual's health 
improves, or may be transferred to a job that person is able to perform.  

(8) Employees should report to their department directors if they become ill on the job. If it 
is necessary for employees to go home, they must advise their department directors 
before leaving. Failure to do so may result in leave without pay instead of deductions 
from accrued sick time.  

(9) Sick leave may also be used for:  

a. Medical appointments.  

b. Illness of a member of the immediate family. The family is defined as spouse, 
parents, children, mother-in-law, and father-in-law, including step relations. 
Utilization of this type of leave may require verification from a doctor that the 
employee's presence is needed to care for the family member.  

c. Death in the immediate family, maximum of five (5) days. For this purpose 
immediate family is defined as spouse, parents, children, brother, sister, 
grandparents and grandchildren. Also included are the step, half and in-law 
relationships.  



 
 

(10) In computing wages, sick leave time will be computed at regular pay and will be 
excluded from calculating overtime.  

(11) At the time of an employee's separation, any sick leave owed to the county shall be 
deducted from the employee's final compensation.  

(12) One (1) month of retirement credit is allowed for each twenty (20) days accrued in an 
employee's sick leave account at the time of retirement to employees who are members 
of the North Carolina Local Governmental Employee's Retirement System (LGERS). or 
Law Enforcement Benefits and Retirement Fund.  

(13) The county will accept a transfer of unused sick leave from another local or state 
government employer as long as the unused balance is not more than three (3) years old. 
We will accept all unused sick leave which was not paid to the employee. A letter must 
be received from the previous employer stating the amount of sick leave to be 
transferred.  

(14) The county will transfer any unused sick leave to another employer who will accept the 
transfer, as requested by the employee terminating employment, within three (3) years 
of separation from employment.  

(Ord. of 8-3-87, § 1.6.3; Ord. of 6-2-03; Amend. of 2-1-10 Amend. of (enter date)))  

Sec. 2-166. - Employee performance standards.  

(a) Employees must perform their duties in a satisfactory manner which would reflect credit 
upon themselves and the county.  

(b) The private and personal affairs of an employee are the concern of the county only when 
they reflect discredit on the county or impair the employee's job performance. Employees 
must not use work time or facilities to conduct personal business or affairs.  

(c) Each employee is responsible for seeking ways to improve the kind and quality of services 
rendered by the county. Each worker should not only carry out one's duties properly, but 
continually be alert for and seek new methods and means to perform these duties better.  

(d) Supervisory employees must constantly evaluate the performance of each employee under 
their direction and keep employees advised of the status of that evaluation. Employees have 
a right to know how well they are performing and they must be told. Both good and poor 
performance requires constant evaluation and appropriate comments or counsel from the 
supervisor. Employees must perform their jobs in accordance with the county organizational 
structure and established policies and procedures. The standard includes obedience to 
supervisors and the following of organizational lines. Organizational structure is not 
designed to stifle individual initiative or freedom of expression, but rather, to assign 
responsibility, aid in communication, and increase efficiency.  

(e) Employees are responsible for assuring that they do nothing to conceal deliberately any 
inadequacy in the performance of any other employee.  

(f) Each employee must use supplies, equipment and materials in a safe and efficient manner. 
Waste must be avoided.  
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(g) Each employee is responsible for helping to maintain a safe and healthy working 
environment. The county is required by law to provide such an environment. Therefore, it is 
the individual responsibility of each employee to use safe work methods for the protection 
of oneself and others. Employees should report any health or safety hazard to their 
supervisor immediately.  

(h) Employees must consider themselves "on call" for the county during times of community 
disaster or other emergency situations. When each employee is hired, that person, in effect, 
agrees to be "on call" as requested by the department director to assist the community if the 
need should arise.  

(i) Supervisory personnel represent the county on a twenty-four-hour basis regardless of 
whether they are on duty or off duty. Therefore, the county has a right to expect loyalty in 
carrying out their job-related responsibilities.  

(j) The very nature of the county work brings most employees into daily contact with many 
different people. Employees are expected to display the utmost courtesy and tact in their 
dealing with visitors and fellow employees.  

(k) County employees must conduct themselves in an orderly manner while on duty.  

(l) Employees must maintain their personal appearance in a clean and neat manner.  

(m) Any inquiries for material that is considered by state and federal laws to be privileged or 
confidential information should be referred to the department director for disposition.  

(Ord. of 8-3-87, § 1.8.1; Ord. of 6-2-03; Amend. of 2-1-10; Amend of (enter date)) 

Sec. 2-184. - Supplemental retirement income plan.  

Employees who contribute to the North Carolina Local Governmental Employees' 
Retirement System and who have successfully completed six (6) months of employment 
(immediate for sworn officers) with the county are eligible to participate in the county's 
supplemental retirement income plan (401K). In addition, the county will contribute an 
equivalent of three (3) percent of the employee's salary to this plan (5% for sworn officers). This 
plan will be contingent upon approval of the annual budget.  

(Ord. of 8-3-87, § 1.10.4; Amend of (enter date))   

Comment [NKD12]: Per G.S. 143-166.50(e) 
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PROPOSED REVISIONS TO: 
SECTION I 

INTRODUCTION 
 
 
5.0  EMPLOYEES SUBJECT TO PERSONNEL POLICIES 
 
Rowan County Personnel Policies shall apply to all full-time and part-time benefitted employees 
who have obtained regular employee status not herein exempt.   
 
The following are exempt from all of the provisions of the personnel policies: 
 
1)  Elected Officials 
2)  County Manager 
3)  NC State Cooperative Extension Services employees 
 
The following are exempt from the provisions of Article II Personnel of the Rowan County Code 
of Ordinances and related personnel policies except Division 5, Section 2-99 Appointments: 
 
1)  Tax Administrator 
2)  Elections Director  
3)  Employees of the Sheriff’s Office 
4)  Employees of the Register of Deeds 
 
 
 

Comment [NKD1]: No longer employed. 



 
1.02  EQUAL EMPLOYMENT OPPORTUNITY 
 
Section 126-16 of the General Statutes of North Carolina provides, "All state departments and 
agencies and all local political sub-divisions of North Carolina shall give equal opportunity for 
employment without regard to race, religion, color, national origin, sex, age, disability, or genetic 
information to all persons otherwise qualified."  Discrimination against any person in 
recruitment, examinations, appointments, training, promotion, retention, discipline, salary 
increases, or any other aspect of personnel administration because of race, color, national origin, 
sex, age, disability, genetic information, military status, or because of political or religious 
opinion or affiliation except where specific age, sex, or physical requirements constitute bona 
fide occupational qualification necessary for job performance.   
 
2.03  PART-TIME  
 
A part-time employee is a person employed on a continuous year-round basis for less than 999 
1,000 hours in the fiscal calendar year.  Part-time employees may work a regular weekly 
schedule of less than twenty (20) hours while other part-time employees may be temporary, 
seasonal, or substitutes who work variable schedules during different times of the year based 
upon workloads and staff needs.  No minimum amount of hours is guaranteed on a weekly or 
yearly basis.  Positions may be eliminated or employees separated due to lack of work, budget 
constraints, yearly hours limit, or any other related business reason.   
 
2.04  TEMPORARY  
 
A temporary employee is one employed for a specific duration of time, which will not exceed six 
(6) months for a fiscal year.  Temporary employees may work a part-time schedule of less than 
30 hours a week, not to exceed 999 hours in a fiscal calendar year.    Benefits for employees who 
are temporary will only include Social Security, Workers Compensation, and Unemployment 
Compensation.  Department Directors are responsible for ensuring temporary status is limited to 
six (6) months.  Should the status of a temporary employee be changed to full time, employee 
benefits and employment will begin at the exact time of the change in status.   
 
2.05  SUBSTITUTE 
 
A substitute employee is a person employed on an as-needed basis to fill in during regular 
employee absences and during times when a department is short-staffed.  These employees have 
no set schedule and may work part-time or full-time hours.  No minimum amount of hours is 
guaranteed on a weekly or yearly basis.  However, the employee is not allowed to work more 
than 999 hours in a fiscal calendar year. 
 
3.01  PROCESSING THE NEW EMPLOYEE  
 
Rowan County will not employ an individual who has not been properly processed through the 
Human Resources Office.  This procedure will include the completion of the application, Form I-
9, W-4, required new-hire forms, checking historical work record of the applicant, successful 
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drug or alcohol test, and in some cases a physical exam.  The Department Director will notify the 
Human Resources Director of selection after completing interviews of selected applicants.  Final 
authorization for employment will be administered by the Human Resources Office.  
 
This policy does not supersede the rights of the Department Director in the selection of personnel 
for their areas of responsibility.  It is intended to define the sequence of events in employing 
persons for existing vacancies. 
 
By having the employees make their initial contact with the Human Resources Office, the 
County may meet its obligation under existing laws, which include verifying the social security 
number and having the proper tax forms completed prior to actual work time.  In addition, the 
County is required, as described by the Equal Employment Opportunity Commission, to select 
an individual from all the applications that are submitted for any particular position and to 
choose an individual who is best suited to the job.  This may be accomplished only if the Human 
Resources Office remains the focal point in employment practices. 
 
The final step in an employment arrangement is to place the individual on the payroll and to 
provide an opportunity for the new employee to understand the conditions of employment.  
These events must occur before the individual is allowed to work in his\her areas of assignment.  
These obligations will be met through an effective New Employee Orientation Program. 
 
3.07  MINIMUM QUALIFICATIONS FOR JOBS  
 
Minimum Qualifications for jobs will be stated on posted vacancies.  Preferences may be stated 
on qualifications but will not be required.  Final decisions on minimum qualifications are 
determined by Human Resources in keeping with policy obligations under the County's 
Affirmative Action Plan. 
 
3.09  PRELIMINARY INTERVIEWS  
 
Upon submission of a completed application, each applicant, contingent upon staff availability, 
may be given a preliminary interview by a staff member in the Human Resources Office or a 
member of the hiring department.  The purpose of their interview is to (1) check that the 
application is completed fully and properly; (2) to inform the applicant of the County's 
application procedure and new hire salary policy; and (3) to obtain clarification on any aspect of 
the application necessary to allow a proper evaluation of the application. 
 
3.20  EMPLOYMENT OF ALIENS ELIGIBILITY VERIFICATION 
 

Applicants who are aliens and here in the United States under a visitor's visa must have a 
current work visa from the Immigration and Naturalization Service prior to appointment.  The 
human resources director will be responsible for insuring that the county employs only United 
States citizens, United States non-citizen nationals, lawful permanent residents, and aliens 
authorized to work in the United States in conjunction with the Immigration Reform and Control 
Act of 1986. It is the responsibility of the Human Resources Office to verify this visa status 
authorization prior to employment. during preliminary interviews and during the New Employee 
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Orientation on or before A copy of the work visa all documents used to verify employment 
eligibility (as required by Form I-9) will be maintained in the employee's file as a part of the 
permanent record. by Human Resources.  

The Immigration Reform and Control Act of 1986 requires that the Human Resources Office 
complete the following on each employee: 

1) Complete Form I-9 (Employment Eligibility Verification); 

2) Check documents establishing employee's identity and eligibility to work; 

3) Retain the Form for at least three years (if the person is employed for more than three 
years the form must be retained until one year after the person leaves employment); 

4) Present the Form for inspection to an INS or Department of Labor Officer upon request. 

To employ an alien without a proper work visa or any other individual without legal 
authorization to work in the U.S. is a violation of federal law and is subject to legal penalties. 

 
3.23  EMPLOYEE PERFORMANCE STANDARDS 
The following is a summary of employee performance standards: 

a) Employees must perform their duties in a satisfactory manner which would reflect credit upon 
himself themselves and the County.  

b) Personal Affairs:  The private and personal affairs of an employee are the concern of the 
County only when they reflect discredit on the County or impair the employee's job performance.  
Employees must not use work time or facilities to conduct personal business or affairs. 

c)  Use of Telephone:  The telephone should not be used to conduct routine personal   
business or affairs.  This does not mean, of course, that an employee cannot accept a personal 
call on a work-area phone. 
 
d)  Personal Mail:  Employees should not receive personal mail by the County. 
 
e)  Personal Callers:  Work must not be interrupted to receive personal callers. 
 
f) Each employee is responsible for seeking ways to improve the kind and quality of services 
rendered by the County.  Workers should not only carry out their duties properly, but also 
continually be alert for and seek new methods and means to perform these duties more 
efficiently. 
 
g) Supervisors must constantly evaluate the performance of each employee under their direct 
supervision and keep employees advised of the status of that evaluation.  Employees have a right 
to know how well they are performing, and they must be told.  Both good and poor performance 
require constant evaluation and appropriate comments or counsel from the supervisor.  
Employees must perform their jobs in accordance with the County organizational structure and 
established policies and procedures.  The standard includes obedience to supervisors and the 
following of organizational lines.  Organizational structure is not designed to stifle individual 
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initiative or freedom of expression, but rather to assign responsibility, aid in communication, and 
increase efficiency. 
 
h) Employees are responsible for assuring that they do nothing to deliberately conceal any 
inadequacy in the performance of any other employee. 
 
i) Each employee must use supplies, equipment, and materials in a safe and efficient manner.  
 
j) Each employee is responsible for helping to maintain a safe and healthy working environment.  
The County is required by law to provide such an environment.  Therefore, it is the responsibility 
of each employee to use safe work methods.  Employees should report health or safety hazards to 
their supervisors immediately. 
      
k) Employees must consider themselves "on call" for the County during times of community 
disaster or other emergency situations.  When employees are hired, they, in effect, agree to be 
"on call" as required by the Department Directors to assist the community if the need should 
arise. 
 
l) Supervisory personnel represent the County on a twenty-four (24) hour basis regardless of 
whether they are on duty or off duty.  Therefore, the County has a right to expect loyalty in 
carrying out their job-related responsibilities. 
 
m) Courtesy: The very nature of County work brings most employees into daily contact with 
many different people.  All employees are expected to display the utmost courtesy and tact in 
their dealings with visitors and fellow employees. 
 
n) Disturbances and Unacceptable Behavior:  County employees must conduct themselves in an 
orderly manner while on duty.  While this list is not all-inclusive, employees should refrain from 
the following behaviors and activities: loud talking, boisterous laughing, complaining, arguing, 
horseplay, or any other activity that would be disturbing or would be out of place in County 
government.  The use of profane, abusive, or threatening language toward fellow employees or 
visitors, as well as fighting or threatening bodily injury and similar acts of misconduct, will be 
cause for disciplinary action up to and including dismissal. 
 
o) Personal Appearance:  Employees shall maintain their personal appearance in a clean and neat 
manner.  Everyone who is required to wear a uniform must be in complete uniform while on 
duty.  Uniforms should always be fresh, clean and neatly pressed.  Extreme forms of dress or 
grooming should not be used.  Toiletries, which might be offensive, should not be used.  Hair 
should be kept clean and neat, simply styled and not excessively long.  Beards, sideburns, and 
mustaches may be worn but should be neatly trimmed and not excessively long.  Provided, 
however that with written consent of the County Manager, a Department Director may adopt a 
department regulation that prohibits uniformed Personnel within that department from wearing 
beards or goatees, unless granted a waiver by the Department Director for medical reasons.  The 
County realizes that the style of dress and grooming are regarded as personal matters, and under 
ordinary circumstances, matters of individual choice.  It is not the intent of the County to set 
standards of dress or grooming to prevent individual choice of freedom of expression.  



Conversely, the County sincerely encourages employees to express their individuality by 
referring ideas and suggestions to their Department Director.  The County does, however, have 
the responsibility and the right to provide a safe and healthy environment for its employees.  
Therefore, if in the opinion of the supervisor, the employee's appearance is considered extreme, 
the County has the right to request the employee to alter that person's appearance to a more 
appropriate manner. 
 
p) Law Violation: If an employee has been charged with a law violation, the County recognizes 
that the person is innocent until proven guilty.  If the employee is incarcerated and cannot fulfill 
obligations and/or responsibilities on the job, that person may be asked to resign or face a 
possibility of discharge.  The necessity of this action is due to the type of service that we render.  
Re-employment is contingent upon availability of the individual and the position. 
 
q) Unauthorized Release of Confidential Information:  Inquiries for material that is considered 
by state or federal laws to be privileged or confidential information should be referred to the 
Department Director for disposition.  Nearly all County records are open for public inspection. 
 
Department Directors are requested to deal with subjects relevant to their responsibilities.  
Questions concerning confidential information which are not relevant to a particular department 
should be referred to the appropriate person. 
 
4.01  GENERAL ORIENTATION  
New employees will report to the Human Resources Office on or before the first day of 
employment. 
     
The purpose of the general orientation is to ensure that new employees have the opportunity to 
gain a better understanding of their job responsibilities and privileges.  The Human Resources 
Office will be responsible for initially acquainting the new employee with the basic information 
needed to accomplish this objective.  This information will be conveyed by means of an 
orientation classes, which all benefited employees will attend. 
 
By improving this transition to a new environment, it is hoped that employees will gain 
appreciation of their job and better job satisfaction. 
 
     At the end of the General Orientation Period, each employee will: 
 
     a) Be properly enrolled into the payroll system. 
 
     b) Have completed the necessary tax forms. 
 
     c) Have been informed regarding benefits privileges and responsibilities. 
 
     d) Have gained a basic understanding of professional ethics and job expectations. 
 
     e) Be able to demonstrate an understanding for the services that one is rendering for  
         County government. 
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Proposed Revisions To: 
SECTION III 

GENERAL PERSONNEL POLICIES 
 
 
1.04  ADVERSE WEATHER CONDITIONS  
 
This policy does not apply to 24-hour services that must maintain their regular scheduled hours 
during adverse weather conditions or to functions determined essential by the department 
director.  Employees providing 24-hour emergency and critical services or essential functions 
should report as usual. 
 
On occasions, adverse weather conditions may become a factor in determining whether 
employees should report to work. 
 
When such conditions occur, the following procedures apply: 
 
1) Any delay or closing will be posted on the website at www.rowancountync.gov.  News 14 
Carolina, Channels 3-WBTV Charlotte and 9-WSOC Charlotte will be contacted with any delay 
or closing.  Employees may also call (704) 216-8641 for any changes to the County’s operating 
schedule.  
 
2) Department Directors are responsible for ensuring that their respective offices are opened as 
soon as practical and that at least a minimum number of employees are present to control and 
protect the facility as well as provide telephone communications and essential services. 
 
3) Employees are to use their discretion based on their own personal situation to decide if and 
when travel to and from work can be safely made.  Employees should protect their families and 
belongings before attempting to travel to work during adverse weather. 
 
4) If the Adverse Weather Policy goes into effect, employees with benefits will be paid for the 
hours the offices are closed.  The hours the offices are closed are treated as Adverse Weather 
Closure (Code 345) and any time missed when the offices are open are charged to the 
employee’s comp time, floating holiday, vacation, personal leave, or leave without pay if the 
employee has no available leave balances.  Sick leave cannot be used unless the employee or 
immediate family member is actually sick. 
 
5) Due to the difficulty of controlling make-up time, employees will not be allowed to make up 
lost time.  Department Directors may allow employees to offset lost time by any compensatory 
time earned within the same week prior to the lost time.  Compensatory time cannot be granted 
by a Department Director simply to add hours to offset the lost time. 
 
6) Adverse Weather Hours (Code 345) cannot be used to exceed the employee’s normal daily 
work schedule or standard workweek.  Comp time or overtime cannot be accrued based upon the 
use of the Adverse Weather code. 
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7) The County Manager may authorize a comp time accrual for employees required to perform 
outdoor duties during adverse weather conditions in order to facilitate the earliest safe reopening 
of county offices for employees and the public.  Department Directors shall submit a list of 
employees and the requested comp time hours to the Human Resources Director for review and 
approval by the County Manager. 
 
1.08  EMPLOYEE PERFORMANCE STANDARDS AND STANDARDS OF  PERSONAL 
CONDUCT  
 
As an employee of Rowan County Government, performance standards have been established by 
the Board of County Commissioners in Article II, Section 2-166 of the Personnel Ordinance.  As 
public employees serving the citizens of Rowan County, employees are expected at all times to 
provide quality and efficient services through the following performance standards. 
 
(a)   Employees must perform their duties in a satisfactory manner which would reflect credit 
upon themselves and the county. 
 
(b)   The private and personal affairs of an employee are the concern of the county only when 
they reflect discredit on the county or impair the employee's job performance. Employees must 
not use work time or facilities to conduct personal business or affairs.  Personal use of the 
County telephone system should be limited to avoid interference with work performance.  
Employees should not receive personal mail at the County. 
 
(c)   Each employee is responsible for seeking ways to improve the kind and quality of services 
rendered by the county. Each worker should not only carry out one's duties properly, but 
continually be alert for and seek new methods and means to perform these duties more 
efficiently. 
 
(d)   Supervisory employees must constantly evaluate the performance of each employee under 
their direction and keep employees advised of the status of that evaluation. Employees have a 
right to know how well they are performing and they must be told. Both good and poor 
performance requires constant evaluation and appropriate comments or counsel from the 
supervisor. Employees must perform their jobs in accordance with the county organizational 
structure and established policies and procedures. The standard includes obedience to supervisors 
and the following of organizational lines. Organizational structure is not designed to stifle 
individual initiative or freedom of expression, but rather, to assign responsibility, aid in 
communication, and increase efficiency. However, employees who feel they are being harassed 
or discriminated against may follow Policy 11.0 EEO and ADA Greivance Procedure. 
 
(e)   Employees are responsible for assuring that they do nothing to conceal deliberately any 
inadequacy in the performance of any other employee. 
 
(f)   Each employee must use supplies, equipment and materials in a safe and efficient manner. 
Waste must be avoided. 
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(g)   Each employee is responsible for helping to maintain a safe and healthy working 
environment. The county is required by law to provide such an environment. Therefore, it is the 
individual responsibility of each employee to use safe work methods for the protection of oneself 
and others. Employees should report any health or safety hazard to their supervisor immediately. 
 
(h)   Employees must consider themselves "on call" for the county during times of community 
disaster or other emergency situations. When each employee is hired, that person, in effect, 
agrees to be "on call" as requested by the department director to assist the community if the need 
should arise. 
 
(i)   Supervisory personnel represent the County on a twenty-four (24) hour basis regardless of 
whether they are on duty or off duty. Therefore, the County has a right to expect loyalty in 
carrying out their job-related responsibilities. 
 
(j)   The very nature of the county work brings most employees into daily contact with many 
different people. Employees are expected to display the utmost courtesy and tact in their dealing 
with visitors and fellow employees. 
 
(k)   County employees must conduct themselves in an orderly manner while on duty. While this 
list is not all-inclusive, employees should refrain from the following behaviors and activities:  
loud talking, boisterous laughing, complaining, arguing, horseplay, or any other activity that 
would be disturbing or would be out of place in County government.  The use of profane, 
abusive, or threatening language toward fellow employees or visitors, as well as fighting or 
threatening bodily injury and similar acts of misconduct, will be cause for disciplinary action up 
to and including dismissal. 
 
 (l)   Employees must maintain their personal appearance in a clean and neat manner.  Everyone 
who is required to wear a uniform must be in complete uniform while on duty.  Uniforms should 
always be fresh, clean and neatly pressed.  Extreme forms of dress or grooming should not be 
used.  Toiletries, which might be offensive, should not be used.  Hair should be kept clean and 
neat, simply styled and not excessively long.  Beards, sideburns, and mustaches may be worn but 
should be neatly trimmed and not excessively long.  Provided, however that with written consent 
of the County Manager, a Department Director may adopt a department regulation that prohibits 
uniformed Personnel within that department from wearing beards or goatees, unless granted a 
waiver by the Department Director for reasonable accommodation for medical or religious 
reasons.  The County realizes that the style of dress and grooming are regarded as personal 
matters, and under ordinary circumstances, matters of individual choice.  It is not the intent of 
the County to set standards of dress or grooming to prevent individual choice or freedom of 
expression.    The County does; however, have the responsibility and the right to provide a safe 
and healthy environment for its employees.  Therefore, if in the opinion of the supervisor, the 
employee's appearance is considered extreme, the County has the right to request the employee 
to alter that person's appearance to a more appropriate manner.  Employees who report to work 
in unacceptable attire may be required to return home and change into acceptable clothing.  Time 
away from the job will be unpaid.  Repeat offenders will be subject to disciplinary action up to 
and including dismissal. 
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(m)   Any inquiries for material that is considered by state and federal laws to be privileged or 
confidential information should be referred to the department director for disposition. 
Department Directors are requested to deal with subjects relevant to their responsibilities.  
Questions concerning confidential information which are not relevant to a particular department 
should be referred to the appropriate person. 
 
(n)  Law Violation: If an employee has been charged with a law violation, the County recognizes 
that the person is innocent until proven guilty.  If the employee is incarcerated and cannot fulfill 
obligations and/or responsibilities on the job, that person may be asked to resign or face a 
possibility of discharge.  The necessity of this action is due to the type of service that we render.  
Re-employment is contingent upon availability of the individual and the position. 
 
 
1.12  PERSONAL DATA CHANGES  
 
If employees have a change of address, telephone number, marital status, change in number of 
dependents, they should notify the Human Resources Office immediately.can make these 
changes through Munis Employee Self-Service (ESS). 
 
A change in marital status or number of dependents may require the employee to complete new 
federal and state withholding forms so that the appropriate amount of tax will be withheld from 
that employee’s paycheck. 
 
Any change in name requires the employee to secure a new social security card and to present it 
to the Human Resources Office. 
 
 
3.02   DISABILITY ACCOMMODATION 
 
The American with Disabilities Act (ADA) defines a person with a disability as an individual 
who meets one of the following criteria: 
  

• Has a physical or mental impairment that substantially limits one or more major life 
activities; or 

• Has a record of such an impairment; or 
• Is regarded as having such impairment  

 
The ADA enables employees with a qualified disability, the opportunity to request a reasonable 
accommodation to the County’s practices and procedures to enable them to perform the essential 
functions of their job.  Essential functions of the job refer to those job activities that are 
determined to be essential or core to performing the job and therefore, cannot be modified. 
 
Rowan County will engage in the interactive process to determine whether a reasonable 
accommodation is possible for a qualified individual with a disability to enable them to perform 
the essential functions of the job, unless doing so, causes an undue hardship to the County or a 
direct threat to workplace safety.  This process is influenced by the nature of an employee’s 
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disability, the employee’s job, and the work environment.  Employees requesting an 
accommodation submit a Reasonable Disability Accommodation Request form in order for the 
County to determine what type of accommodation can be made that does not alter the essential 
functions of the job. The completed request form must include an ADA Medical Certification 
from the employee’s medical provider.  Consideration will be given to whether the requested 
accommodation would impose an undue hardship or whether an alternate accommodation will 
allow the employee to effectively perform the essential functions of the job.  If needed, the 
Director of Human Resources/ADA/Risk Manager Coordinator will collaborate with the 
Department Director, the Risk Manager, and the supervisor, and Human Resources in the 
interactive process with the employee.  
 
8.02.01  JOB PERFORMANCE 
 
The Department Director has the right and the responsibility to set work standards for 
employees.  Work that fails to meet the Department Director's standard because of careless 
errors, poor quality, un-timeliness, failure to follow instructions or procedures, insufficient 
quality or quantity may constitute unsatisfactory job performance.  It can also include when an 
employee establishes a pattern of regular absences, whether or not these absences are covered by 
available leave, or fails to request leave in advance, or is consistently late in reporting to work.  
Departments may have established rules or practices that control some aspects of the work place 
in which employees are expected to follow.  These rules are different from policy and may be 
formal or informal, written or unwritten.  One example of such a work rule would be a 
requirement that employees must call in and report absences one-half hour before the start of 
their scheduled shift.  Other examples would be safety infractions involving violation of the 
requirement that employees wear personal protective safety equipment in certain work areas and 
employees performing unsafe actions in the workplace.   
 
In determining whether an employee’s performance is unsatisfactory, the supervisor may 
consider any one or a combination of the following factors: 

 
• The quality of work 
• The quantity of work 
• Work habits 
• Promptness 
• The timely performance of work 
• Related analysis, decisions, or judgment 
• The accuracy of work 
• The work plan or performance appraisal 
• Absenteeism 
• Ability to follow instructions, directions, or procedures 
• The appropriateness of work performed 
• Any other factors, in the opinion of the supervisor, that are appropriate to determine 

whether an employee’s performance is acceptable. 
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8.02.02  PERSONAL CONDUCT 
 
Just cause to warn or take disciplinary action for unacceptable personal conduct may be created 
by intentional or unintentional acts.  The conduct may be job-related or off-duty so long as there 
is a sufficient connection between the conduct and the employee’s job. 
 
Employees may be dismissed for unacceptable personal conduct.  Examples of unacceptable 
Personal Conduct include, but are not limited to: 
                  
a. Refusal to accept a reasonable and proper assignment from an authorized supervisor 
(insubordination);  
 
b.  Willful failure to follow a directive from a supervisor; 
          
c. Reporting to work under the influence of alcohol or illegal drugs, or the use of alcohol or 
illegal drugs on the job; 
 
d. Stealing County property or funds, or who knowingly misuses County property; 
 
e. Job related conduct, which constitutes a violation of state or federal law; 
 
f. Conviction of a felony or an offense involving moral turpitude that is detrimental to or impacts 
the employee's service to the County; 
 
g. The willful violation of known or written work rules; 
 
h. The abuse of client(s), patient(s), or a person(s) over whom the employee has charge or to 
whom the employee has a responsibility; 
 
i. Harassment including sexual harassment of the public, customers, clients, or other employees; 
 
j.  Falsification of an employment application or other employment documentation; 
 
k. Absence from work after all authorized leave credits and benefits have been exhausted unless 
granted a leave of absence; 
 

L. Exhibiting behavior, attitude, demeanor, speech, or verbal/written communications that 
adversely affects the employee’s performance of duties, reflects badly upon the 
supervisor and/or the department, causes others to question the employee’s or 
department’s ability to perform departmental functions, or in any way exhibiting a lack of 
respect for the chain of command.  Inappropriate speech or written communications is 
considered to be derogatory when it reflects upon one’s race, age, sex, religion, disability, 
political affiliation, military status, or genetic information, which also includes language 
that is considered obscene or offensive. 
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m. Inappropriate workplace behavior including, but not limited to, horseplay, abusive or 
threatening language towards fellow employees, supervisors, or the public, fighting, and similar 
acts of misconduct.  
  
 
8.04  DISMISSAL 
 
Any employee may be dismissed.  Dismissal may be a result of unsatisfactory job performance, 
unacceptable personal conduct, or grossly inefficient job performance.  Before the decision to 
dismiss is made, the Department Director and supervisor must conduct a pre-disciplinary 
conference with the employee.   
 
Unsatisfactory Job Performance – An employee must have at least two (2) prior warnings before 
dismissal for a current incident of unsatisfactory job performance. 
 
Unacceptable Personal Conduct – An employee may be dismissed for a current incident of 
unacceptable personal conduct without any prior disciplinary actions. 
 
Grossly Inefficient Job Performance – An employee may be dismissed for a current incident of 
grossly inefficient job performance without any prior disciplinary actions. 
 
The Department Director recommending dismissal should discuss the recommendation and 
review the documentation with the Human Resources Director.   
 
A pre-disciplinary conference shall be held between the Department Director, the supervisor, and 
the employee.  No attorneys or other such representatives for either party shall be present at this 
conference. The Department Director shall present the employee with the specific reason for the 
proposed dismissal and a brief summary of the information, which he believes, supports the 
proposed dismissal.  The employee shall have a right to respond to that notice of proposed 
dismissal in the conference. 
 
If, at the end of the pre-disciplinary conference, the Department Director determines that 
dismissal is justified, he/she may issue the employee a letter of dismissal.  However, the 
Department Director may elect to defer the dismissal based on information presented by the 
employee and reconsider the proposed dismissal. 
 
The employee must be given written notice of the dismissal.  This written notice must include 
specific reasons for the dismissal and the employee's right of appeal. 
 
Upon dismissal, the employee’s supervisor and department director will be responsible for 
collection of issued equipment, uniforms, I.D. Badges, keys, etc. from the employee as listed on 
the Employee Security Checklist.   

 
 
8.05  OPTIONAL DISCIPLINARY PROCESSES  
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The JOB PERFORMANCE process requireds two (2) warnings prior to dismissal.  The 
PERSONAL CONDUCT process does not require any warnings prior to dismissal.  However, 
this policy allows for types of disciplinary actions other than dismissal.  None of these 
disciplinary actions in this section are required prior to dismissal. These actions represent 
alternatives to dismissal; they may not be appropriate or useful in every situation. 
 
The following optional alternatives to dismissal for either JOB PERFORMANCE or 
PERSONAL CONDUCT must be approved by the Human Resources Director.  
 

a. Demotion - Demotion may be used either for PERSONAL CONDUCT or JOB 
PERFORMANCE.  An employee may be demoted without previous warnings for a 
PERSONAL CONDUCT violation or for Grossly Inefficient Job Performance.  An 
employee may be demoted on the basis of unsatisfactory JOB PERFORMANCE after 
receiving a written warning, as long as the employee has received one (1) previous 
warning.  

b. Disciplinary Suspension Without Pay – disciplinary suspensions without pay may be 
used in dealing with either PERSONAL CONDUCT or JOB PERFORMANCE 
violations.  Disciplinary suspensions without pay may be issued regardless of whether 
there are any previous warnings, if a PERSONAL CONDUCT violation or Grossly 
Inefficient Job Performance is being dealt with.  It may be used in situations involving 
unsatisfactory JOB PERFORMANCE only together with a second written warning.  
Exempt (FLSA) employees cannot be suspended for less than one full workday and no 
more than two full weeks.  

c. One Day Leave With Pay - The use of this provision is clearly left to the judgment of the 
Department Director.  The use of this provision is intended to either encourage the 
employee to commit to correcting poor performance or to require an employee to realize 
lack of commitment to improvement and spur the employee to find other employment. 
This provision is not appropriate in every situation.  The day's leave with pay is not 
deducted from the employee's vacation/sick leave balance.  Since this practice is 
essentially non-disciplinary and non-punitive in nature, no written notice to the employee 
is required.  Nor may this action (or lack of this action) be the subject of a grievance or 
appeal.  Management may wish to keep a written record documenting use of this action 
for future reference.  This procedure should not be used if an employee has already been 
suspended without pay as a disciplinary measure in connection with a final written 
warning. 

 
Before an employee can be demoted or placed on disciplinary suspension without pay, a 
supervisor must: 
 

• Schedule and conduct a pre-disciplinary conference.  The supervisor must give 
oral or written notice of the conference to the employee.  The notice must tell 
the employee the type of disciplinary action being considered, the conference 
time and location, and the action or event that led to the recommendation.  
Advance notice should be as much as practical under the circumstances. 

• Give the employee a statement in writing of the acts or failure to act that are the 
reason for the disciplinary action and the employee’s appeal rights 
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9.0  EMPLOYEE GRIEVANCES  
Rowan County has adopted a grievance policy to provide a means of communications between 
supervisors and employees and to establish principles of administration to ensure prompt, 
orderly, and fair response to an employee's problem or grievance. This policy apples to all 
employees subject to N.C.G.S. 126. 
 
9.01  GRIEVANCE POLICY  
 
In order to maintain a harmonious and cooperative relationship between the County and its 
employees, it is the policy of Rowan County to provide for the settlement of problems and 
differences through an orderly grievance procedure. A grievance is defined as any matter of 
concern or dissatisfaction arising from the working conditions of an employee subject to the 
control of the County.  Every regular employee having completed a probationary period shall 
have the right to present his/her problem or grievance in accordance with the procedure 
prescribed free from interference, coercion, restraint, discrimination or reprisal.  
 
It is the responsibility of supervisors, consistent with authority delegated to them, to consider and 
take appropriate action promptly and fairly on a problem or grievance of any employee.  Open 
two-way communication is a proven factor in reducing and resolving grievances. 
 
Department Directors shall take necessary steps to ensure that employees and supervisors under 
his/her jurisdiction may be fully informed of the grievance procedures adopted and their rights 
and obligations under the policy. 
 
In adopting this policy, the County sets forth the following objectives to be attained in this 
program: 
 

 -  Assure employees of a way in which they can get their problems or complaints considered        
    rapidly, fairly, and without fear of reprisal. 

 
     -  Encourage the employee to express how the conditions of work affect him/her as an   
         employee. 
 
     -  Promote a better understanding of policies, practices, and procedures that affect employees. 
 
     -  Provide employees with assurance that actions are taken in accordance with policies. 
 

-  Give supervisors a greater sense of responsibility for maintaining an effective working  
    relationship with their employees and therefore encourage conflicts to be resolved at the  
    lowest possible level of the chain of command. 

 
-  Create a working environment free of continuing conflicts and negative feelings toward   
    County government and its leaders, thus providing excellent service to our citizens. 
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Employees who have completed a probationary period will have access to the grievance 
procedure for: 
 
1)  Alleged safety or health hazards, unsatisfactory facilities, surroundings, materials, or 
equipment, unfair supervisory practices, unjust treatment by fellow workers, or any other 
grievance relating to conditions of employment.  
 
2) Allegations of discrimination based on race, sex (including allegations of sexual harassment), 
age, color, religion, national origin, genetic information, military status, or disability in hiring, 
promotion, transfer, or training, or any other employment practice.  
 
3) Allegations of violation of the FLSA, FMLA, or ADA.  
 
4) disciplinary demotion in pay or position, disciplinary suspension without pay, or dismissal.  
 
Actions that are not subject to the grievance procedure include: 
 
1) Performance Appraisals 
2) Wages, salaries, and fringe benefits 
3) Oral and written warnings 
 
10.0  GRIEVANCES OF UNLAWFUL DISCRIMINATION 
Discrimination is an allegation of less favorable treatment based upon a legally protected status. 
An allegation of discrimination applies to all types of work situations, including hiring, firing, 
promotions, training, wages, benefits, or any other employment practice based upon race, color, 
sex, religion, age, national origin, disability, genetic information, political affiliation, or any 
other legally protected status. Greivances alleging discrimination may be filed directly with the 
Human Director or the County’s Personnel Commission following the requirements of the 
Appeals Policy and Procedures. An allegation of discrimination must be presented to th Human 
Resources Director within 15 calendar days of the County’s Personnel Commission within 30 
calendar days after the alleged discriminatory action. shall be filed in accordance with policy 
11.0 EEO and ADA Greivance Procedure.   
 
 
10.01 GRIEVANCES OF UNLAWFUL WORKPLACE HARASSMENT  
For grievances alleging unlawful workplace harassment (including sexual harassment), the 
employee must have submitted a written complaint to the Human Resources Director and waited 
60 calendar days for the Human Resources Director to take appropriate action.  Unlawful 
workplace harassment is a form of discrimination and is defined as unwelcome or unsolicited 
speech or conduct based upon race, sex, religion, national origin, age, color, disabling condition, 
disability, genetic information, political affiliation, military status, or any other legally protected 
status or veteran/military status obligations that creates a hostile work environment.  A hostile 
work environment is one which a reasonable person would find hostile or abusive, one which an 
employee perceives workplace actions or behavior to be hostile or abusive, and/or which 
unreasonably interferes with an employee’s work performance.   To request a hearing with the 
County’s Personnel Commission, the grievance must be filed no later than 30 calendar days after 
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the 60 calendar day waiting period has ended.  Greivances alleging harassment (including sexual 
harassment) shall be filed in accordance with policy 11.0 EEO and ADA Grievance Procedure.  
 
11.02  APPEAL PROCEDURE INVOLVING DISCRIMINATION AND/OR 
HARASSMENT 
 
Any applicant for County employment, regular County employee, or former County employee 
who has reason to believe that employment, promotion, transfer, or training was denied him/her 
or that demotion, termination of employment, or disciplinary process was forced upon him/her 
because of age, sex, race, color, national origin, religion, political affiliation, genetic information, 
military status or physical disability except where specific age, sex or physical requirements 
constitute a bona fide occupational qualification shall have the right to appeal directly to the 
County’s Personnel Commission.  A regular County employee has the right to use the grievance 
procedure if he/she so desires. refer to Section. V Equal Opportunity 11.0 EEO and ADA 
Greivance Procedure.  
 
An employee or applicant must present an alleged act of discrimination to the Human Resources 
Director within 15 calendar days or the County’s Personnel Commission within 30 calendar days 
of the alleged discriminatory action.  A County employee who feels that he or she has been 
discriminated against may request a hearing by the Commission or may pursue the matter 
through the grievance procedure.  If an employee elects to utilize the grievance procedure, he or 
she shall follow the procedure of the County and, if dissatisfied with the Human Resources 
Director's decision, may appeal to the Commission within 30 calendar days after the receipt of 
notice of the Human Resources Director’s decision 
 
16.0  PROHIBITED EMPLOYMENT PRACTICES  
Rowan County recognizes its responsibility to build and maintain a respectful workplace, where 
all employees enjoy an environment in which the dignity and self-respect of every person is 
valued and which is free of offensive remarks, material, or behavior.   
 
The County is committed to maintaining a work environment that is free of discrimination and 
harassment. It is the policy of Rowan County to provide employment opportunities in its 
departments without discrimination on the basis of race, age, religion, sex, national origin, 
disability, genetic information, political affiliation, or veteran military status,  
 
 
16.02  WORKPLACE HARASSMENT 
 
It is the policy of Rowan County that all employees are guaranteed the right to work in an 
environment free from unlawful workplace harassment and retaliation.  Unlawful workplace 
harassment is defined as unwelcome or unsolicited speech or conduct based upon race, sex, 
creed, religion, national origin, age, color, disabling condition, or veteran/military status, 
obligations disability, genetic information, political affiliation, or any other legally protected 
status that creates a hostile work environment. A hostile work environment is one which a 
reasonable person would find hostile or abusive, one which an employee perceives workplace 
actions or behavior to be hostile or abusive, and/or which unreasonably interferes with an 
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employee’s work performance.   Retaliation is defined as adverse treatment which occurs 
because of opposition to unlawful workplace harassment.  Employees who feel they have been 
subjected to unlawful workplace harassment should follow the policies and procedures in Section 
III, 9.0 Employee Grievances found in this manual. Section V. Equal Employment Opportunity 
11.0 EEO and ADA Greivance Procedure.    
 
(Rev.  12/06/11) 
 
16.03  SEXUAL HARASSMENT  
 
Harassment on the basis of sex is a violation of Section 703 of Title VII. Supervisors and 
Department Directors shall take all steps necessary to prevent sexual harassment and shall be 
proactive in recognizing, discouraging, and reporting harassment. Sexual harassment charges 
will be thoroughly and impartially investigated by the Human Resources Office.  
 
Un-welcomed sexual advances, requests for sexual favors, and other verbal or physical conduct 
of a sexual nature constitute sexual harassment when: 
 

(1) submission to such conduct is made either explicitly or implicitly a term or condition of    
 continued employment;   

        
(2) submission to or rejection of such conduct by an employee is used as the basis for  

            employment decisions affecting such employee; or  
 

(3) such conduct has the purpose or effect of substantially interfering with an  employee's   
 work performance or creating an intimidating, hostile, or offensive working environment. 

 
Sexual harassment may include explicit sexual propositions, sexual innuendoes, suggestive 
comments, sexually-oriented kidding or teasing, practical jokes, jokes about gender specific 
traits, foul or obscene language or gestures, displays of foul or obscene printed or visual material, 
and physical contact such as patting, pinching, or brushing against another's body.   
 
Employees encountering harassment should notify the offending individual that their actions are 
inappropriate and offensive.  The employee should document instances of harassment in order to 
provide the fullest basis for investigation purposes.  In addition, the employee shall notify his or 
her supervisor, department director, or the Human Resources Director of the harassment as soon 
as possible.  The employee who feels that they have he/she has been sexually harassed may wish 
to follow the Policy and Procedure, Employee Appeals and Grievances. However, the employee 
may appeal directly to the Department Director or the Human Resources Director shall refer to 
Section V. Equal Employment Opportunity 11.0 EEO and ADA Greivance Procedure. 
 
Any employee who receives a complaint or witnesses an act of harassment has a responsibility to 
convey that complaint or incident to their supervisor, department director, or the Human 
Resources Director within one (1) business day regardless of the alleged victim’s desire that the 
matter not be reported.  Any employee who is found 1) to have harassed another employee,  2) to 
have failed to report an observed or reported act of harassment, or  3) to have engaged in 
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retaliation against an employee who has made a complaint of harassment or who has participated 
in an investigation of a complaint of harassment, shall be subject to disciplinary action, up to and 
including dismissal. 
 
The County recognizes that false accusations of harassment and sexual harassment can have a 
devastating effect on innocent employees.  Individuals falsely accusing another of harassment or 
sexual harassment will be disciplined in accordance with the nature and extent of the false 
accusation. 
 
16.04  DISCRIMINATION AGAINST THE DISABLED  
 
A disabled individual is defined as one who: 
 

A. Has a physical or mental impairment that substantially limits one or more of such  
           person's major life activities or major bodily functions; 

B. Has a record of such impairment; or  
C. Is regarded as having such an impairment. 

 
Supervisors and Department Directors must make every reasonable effort to affirmatively 
employ and advance in employment qualified disabled individuals.  Employees with a qualified 
disability will be given an opportunity to request a reasonable accommodation to the County’s 
practices and procedures to enable them to perform the essential functions of their job.  A 
reasonable accommodation is influenced by the nature of an employee’s disability, the 
employee’s job, and the work environment. The employee who feels that he/she has been 
discriminated against or harassed based upon disability shall refer to Section V. Equal 
Employment Opportunity 11.0 EEO and ADA Greivance Procedure. 
 
16.05  PREGNANCY DISCRIMINATION  
 
Supervisors and Department Directors must treat an employee temporarily unable to perform the 
functions of the job because of a pregnancy-related condition in the same manner as other 
temporarily disabled employees are treated.  Additional information on the County's insurance, 
medical and disability benefits are included in the Employee Benefits and Services section of this 
manual. The employee who feels that he/she has been discriminated against or harassed based 
upon disability shall refer to Section V. Equal Employment Opportunity 11.0 EEO and ADA 
Greivance Procedure. 
 
 
16.06  DISCRIMINATION AGAINST PERSONS BECAUSE OF THEIR RELIGIOUS 
BELIEFS  
 
It is forbidden to discriminate against an employee for reasons of religion.  The term "religion" 
includes all aspects of religious observances and practices, as well as religious beliefs unless the 
supervisor or Department Director demonstrates that there is no way to reasonably accommodate 
an employee's or prospective employee's religious observance or practice without undue hardship 
or serious inconvenience to the conduct of business in the department.  The employee who feels 
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that he/she has been discriminated against or harassed based upon  religion shall refer to Section 
V. Equal Employment Opportunity 11.0 EEO and ADA Greivance Procedure. 
 
 
16.07  DISCRIMINATION AGAINST VETERANS  
 
Rowan County complies with the provisions of the Uniformed Services Employment and Re-
employment Rights Act (USERRA) of 1994, which protects employees in the U.S. Military 
including the Armed Forces and Reserve Components (Army, Navy, Air Force, Marine Corps, 
Coast Guard, Army National Guard, and Air National Guard).  No employee of the County or 
applicant for County employment shall be discriminated against because of their membership, 
application for membership, performance of service, application for service or obligation for 
service in the Uniformed Services. The employee who feels that he/she has been discriminated 
against or harassed based upon veteran status shall refer to Section V. Equal Employment 
Opportunity 11.0 EEO and ADA Greivance Procedure. 
 
 
 
16.08.03  PROTECTION FROM RETALIATION 
 
It is the policy of Rowan County that County employees be free of intimidation, harassment, or 
retaliation when reporting to public bodies about matters of public concern, including offering 
testimony to or testifying before appropriate legal panels. 
 
No department director, supervisor, or other managing body shall discharge, threaten or 
otherwise discriminate against a County employee regarding the employee’s compensation, 
terms, conditions, location, or privileges of employment because the employee, or a person 
acting on behalf of the employee, reports or is about to report, verbally or in writing, any activity 
described above.  No County employee shall retaliate against another County employee because 
the employee, or a person acting on behalf of the employee, reports or is about to report, verbally 
or in writing, any activity described above. 
 
No department director, supervisor, or other managing body shall discharge, threaten, or 
otherwise discriminate against a County employee regarding the employee’s compensation, 
terms, conditions, location, or privileges of employment because the employee has refused to 
carry out a directive which in fact constitutes a violation of State or Federal law, rule, or 
regulation or poses a substantial and specific danger to the public health and safety.  No County 
employee shall retaliate against another County employee because the employee has refused to 
carry out a directive which may constitute a violation of State or Federal law, rule, or regulation 
or poses a substantial danger to the public health and safety. 
 
Employees, supervisors, and/or department directors found to have participated in fraudulent 
activity or in wrongful termination in violation of public policy will be subject to disciplinary 
action up to and including dismissal from employment and possible criminal prosecution or civil 
action as appropriate. 
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The employee who feels that he/she been retaliated against shall refer to Section V. Equal 
Employment Opportunity 11.0 EEO and ADA Greivance Procedure. 
 
16.09  REPRISAL  
 
It is unlawful for an employer to take retaliatory action against an individual who opposes 
employment practices that are prohibited by law.  Retaliation against persons who have filed 
charges, testified, assisted or participated in any proceeding, investigation or hearing under the 
provisions of the Age Discrimination law, or under Title VII of the Civil Rights Act any 
discrimination or harassment law is expressly prohibited.  Unlawful reprisal actions often entail 
the assignment or transfer of workers who have filed discrimination charges against their 
employers due to "undesirable" positions in terms of pay, working hours, and job security. 
 
The refusal to hire a job applicant solely because he or she has previously filed charges of 
discrimination against an employer would constitute an act of unlawful retaliation.  It is the 
policy of Rowan County to provide for the settlement of problems and differences through an 
orderly complaint procedure.  Every employee shall have the right to present his or her problem 
or complaint in accordance with established procedures, free from interference, coercion, 
restraint, discrimination, or reprisal.   
 
The employee who feels that he/she has been subjected to reprisal shall refer to Section V. Equal 
Employment Opportunity 11.0 EEO and ADA Greivance Procedure. 
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Proposed Revisions To: 
SECTION IV 

EMPLOYEE BENEFITS 
AND SERVICES 

 
1.0  VACATION LEAVE 
 
Vacation with pay is granted to full time and part time benefited employees.  Temporary 
employees are not eligible for vacation benefits.  
 
(a) Full-time and part-time benefited employees accrue vacation on a bi-weekly basis determined 
by the length of County service.  Vacation leave does not accrue while an employee is on leave 
without pay (LWOP) for any reason. 
 
                                                 Maximum                  Maximum Hours                   Factor 
 Length of Service                Days Per Year           Per Pay Period                   Per Hour 
         
Less Than 2 years                            10                                 3.080                     .0385 
2 but less than 5 years                     12                                  3.696                     .0462 
5 but less than 10 years                   15                                 4.616                     .0577 
10 but less than 15 years                 18                                  5.544                     .0693 
15 or more years                              21                                 6.464                     .0808 
 
Hours calculated in above chart are rounded.  The computer is programmed to accommodate any 
rounding errors in its computation. 
      
(b) Full-time Emergency Medical Technicians and Paramedics who work 24 hour shifts on a 
fluctuating workweek accrue vacation on a bi-weekly basis determined by the length of County 
service as follows: 
 
     Maximum                       Maximum Hours 
  Length of Service                Days Per Year                     Per Pay Period 
 
Less than 2 years                             14                                        4.42  
2 but less than 5 years                     17                                        5.31 
5 but less than 10 years                   21                                        6.64  
10 but less than 15 years                 26                                        7.97 
15 or more years                             30                                        9.29  
 
Days calculated in above chart are rounded. 
 
Scheduling and approval of vacation is at the discretion of the Supervisor or Department Director 
in accordance with departmental operations, staff workloads, and the availability of staff at 
certain times of the year.  First and second choices for leave requests are highly suggested.  
When conflict occurs within a department, consideration may be given to the earliest request 
submitted.  The Department Director or Supervisor has the right to deny leave requests in order 
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to maintain adequate staffing, departmental operations, and continuity of County services and is 
responsible for acknowledging, approving, or disapproving the request at the earliest convenient 
date prior to the beginning of the vacation time. 
 
 
Provisions of the vacation policy include the following: 
 
(a) Pay in lieu of vacation will not be allowed. 
 
(b) Vacation credits may not be taken in units of less than fifteen (15) minutes. 
  
(c) Upon written request, an employee may elect to use earned vacation days for illness. 
 
(d) If an employee is on vacation and becomes injured or ill, that person may exercise the option 
to use sick time; the Department Director may request medical verification. 
 
(e) An employee going on approved leave may request to use vacation leave.  However, all 
accrued floating holiday hours and accrued non-exempt comp time must be utilized before 
accrued vacation hours.  
 
(f) As a public employer and adherence to the principles of public accountability, an employee’s 
pay will be reduced by the number of hours not worked when vacation leave or any other 
applicable leave is exhausted. 
 
(g) Employees who leave the County's employment will be paid for accumulated vacation days 
or the County will transfer any unused vacation leave in lieu of paying it out at the request of the 
terminating employee. 
 
(h) A paid holiday occurring during the paid vacation of an employee will be paid and recorded 
as a holiday. 
 
(i) Employees transferring between departments do not have their accrual rates or accrued 
vacation time affected. 
 
(j) One day (8 hours) of vacation shall be credited to the accumulated benefits of a full-time 
employee who does not use sick leave and who is not absent without leave for a period of 
approximately twenty-six consecutive  work weeks depending upon when the pay period ends.  
Part-time benefited employees accrue these bonus hours on a pro-rata basis determined by the 
number of hours normally worked in the workweek. 
      
(k) In computing wages, vacation time will be computed at regular pay and will be excluded 
from calculating overtime.  Vacation leave may only be used to receive pay up to the employee’s 
regularly scheduled work week and cannot be used to increase the employee’s pay. 
 



 

(l) Department Directors, with the approval of the Human Resources Director, may advance 
vacation leave (to vested employees having five years of service with Rowan County) not to 
exceed the amount an employee can accumulate during the current calendar year.  
 
(m) After the last payroll of the calendar year is processed in December, a County employee with 
accrued annual vacation leave in excess of thirty (30) days or two hundred forty (240) hours at 
the end of the calendar year will have those excess vacation hours converted to sick leave.  This 
converted sick leave may be counted toward creditable service at retirement. 
 
(n) Rowan County will accept a transfer of unused vacation leave (30-day maximum) from 
another local or state government employer as long as the unused balance is no more than 3 
years old.  A letter must be received from the previous employer stating the amount of vacation 
leave to be transferred. 
 
(o) Rowan County will transfer any unused vacation leave in lieu of paying it out at the request 
of the terminating employee.   
 
2.0  SICK LEAVE 
 
Sick leave with pay is not a right, which an employee may demand but a privilege granted by the 
Commissioners for the benefit of the employee when sick. 
 
a) Full-time and part-time benefited employees accrue sick leave at a rate of .0462 per regular 
hour worked with a maximum of 3.696 hours per pay period, 12 days per year.  Full-time 
Emergency Medical Technicians and Paramedics who work 24 hour shifts on a fluctuating 
workweek earn sick leave in the set amount of 5.31 hours per pay period.  Sick leave does not 
accrue while an employee is on leave without pay (LWOP) for any reason, including worker’s 
compensation.   
 
b) There is no maximum accumulation of sick leave. 
 
c) Department Directors, with the approval of the Human Resources Director, may advance sick 
leave (to vested employees having five years of service with Rowan County) not to exceed the 
amount an employee can accumulate during the current calendar year.  
 
d) Notification of the desire to take sick leave should be submitted to the employee’s supervisor 
prior to the leave, or no later than one (1) hour after the beginning of a scheduled workday.  Such 
notice shall include the nature of the absence and the expected duration.  If employees cannot 
call, they should have someone else call for them so that arrangements can be made to cover 
their jobs.  However, the responsibility of calling lies with the employee. 
 
e) If employees are sick for several days, they are responsible for keeping their supervisor 
informed on a daily basis unless other arrangements have been made with the supervisors.  They 
should inform their supervisors of the approximate date they expect to return to work.  
Department Directors may require a note from the Doctor for extended illnesses or in cases 
where the employee is suspected of abusing leave. 
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f) As a public employer and adherence to the principles of public accountability, an employee’s 
pay will be reduced by the number of hours not worked when sick leave or any applicable leave 
is exhausted. 
 
g)  Regularly scheduled days off cannot be used as paid sick leave. 
 
h) Sick leave may not be used to augment workers compensation payments, except for the first 
seven calendar days an employee is out due to a work-related injury or illness. 
 
i) Attendance records are reviewed periodically to determine the extent of absences due to 
illness.  Employees with excessive absences will be interviewed by the individual's   Department 
Director, who may request a doctor’s statement in order to verify the employee’s state of health.  
A person whose health prevents that individual from fulfilling the requirements of the job may 
be placed on leave of absence until the individual's health improves or may be transferred to a 
job that person can perform.   
 
j) Employees should report to their supervisor if they become ill on the job.  If it is necessary for 
employees to go home, they must advise their supervisor or Department Director before leaving.  
Failure to do so may result in leave without pay instead of deductions from accrued sick leave. 
 
k) Sick leave may also be used for: 

1. Medical appointments 
2. Illness of a member of the immediate family.  The family is defined as a spouse, parents, 

children, mother-in-law, and father-in-law including step relationships.  Also included are 
individuals who stood in loco parentis to the employee when the employee was a child 
and to a child in which the employee stands in loco parentis.  Utilization of this type of 
leave may require verification from a doctor that the employee’s presence is needed to 
care for the family member. 

3. Death in the immediate family, maximum of five days.  For this purpose, immediate 
family is defined as spouse, parents, children, brother, sister, grandparents, grandchildren, 
individuals who stood in loco parentis to the employee when the employee was a child 
and to children in which the employee stands in loco parentis.  Also included are the step, 
half and in-law relationships.  A maximum of five days may be used for this purpose. 

 
l) In computing wages, sick leave time will be computed at regular pay and will be excluded 
from calculating overtime. Sick leave may only be used to receive pay up to the employee’s 
regularly scheduled work week and cannot be used to increase the employee’s pay. 
 
m) At the time of an employee’s separation, any sick leave owed to the County shall be deducted 
from the employee’s final compensation. 
 
n)  After the last payroll of the calendar year is processed in December, a County employee with 
accrued annual vacation in excess of thirty (30) days or two hundred forty (240) hours will have 
those excess vacation hours converted to sick leave. 
 



 

o) One month of retirement credit is allowed for each twenty (20) days accrued in an employee’s 
sick leave account at the time of retirement to employees who are members of the North Carolina 
Local Governmental Employee’s Retirement System (LGERS) or Law Enforcement Benefits 
and Retirement Fund.provided an application for retirement is made within twelve (12) months 
of leaving employment. 
 
p) Rowan County will accept a transfer of unused sick leave from another local or state 
government employer as long as the unused balance is not more than 3 years old.  We will accept 
all unused sick leave, which was not paid to the employee.  A letter must be received from the 
previous employer stating the amount of sick leave to be transferred. 
 
q) Rowan County will transfer any unused sick leave to another employer who will accept the 
transfer, as requested by the employee terminating employment, within 3 years of separation 
from employment.  Unused sick leave will not be paid to the employee upon termination of 
employment. 
 
3.0  HOLIDAYS 
 
The following days and such other days as the Commissioners may designate are holidays with 
pay for full-time and part-time benefited employees: 
 
     New Year's Day                           Labor Day 
     Martin Luther King, Jr.'s Birthday      Veteran's Day 
     Good Friday                              Thanksgiving (2 days) 
     Memorial Day                             Christmas (3 days) 
     Independence Day  
 
When a holiday falls on Saturday, Friday shall be observed as a holiday.  When a holiday is on 
Sunday, the following Monday will be taken as the normal holiday.  Because of the variety of 
County services, all employees do not observe holidays on the same day. 
 
Seven-day (7) twenty-four (24) hour operations:  A separate holiday schedule will be adopted 
and posted for staff who work on a seven-day, twenty-four hour operation.  The holiday schedule 
will differ from the normal schedule for regular employees when the specific date of a legal 
holiday observance falls on Saturday or Sunday.  For example, if July 4th falls on Saturday and 
Friday is the County Government holiday for regular employees, the date for the holiday for 
employees on a seven-day, twenty-four hour operation would be Saturday, July 4th instead of 
Friday, July 3rd.  All County employees will receive the same number of approved holidays.  The 
scheduled holiday dates for seven-day, twenty-four hour employees will be the dates that eight 
hours of holiday time and premium time will be received for all hours worked.  Employees on 
the separate (different) holiday schedule will not be eligible for the floating holiday hours or 
premium pay for working on the normal holiday schedule observed by regular employees.  The 
separate holiday schedule for seven-day, twenty-four hour employees will be posted annually 
along with the regular holiday schedule. 
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For employees who work twenty-four hour or twelve-hour shifts, holidays begin and end at 
12:00 midnight. 
 
Regular part-time benefited employees accrue holiday leave on a pro-rated basis of the weekly 
hours budgeted for the position.    Part-time non-benefited employees and temporary employees 
are not eligible for paid holidays. 
 
The policy that governs the use of holiday time is as follows: 
 
(a) There is no waiting period for holidays. 
 
(b) When staffing permits, holidays may be taken on the day of the holiday.  Employees who are 
required to work on the County holiday to ensure delivery of services will receive another day 
off (up to eight hours) in the place of that day and additional pay equal to one-half of their 
regular hourly wage.  Holidays not taken will accrue in a Floating Holiday Bank.  At the end of 
the calendar year, holiday hours over 240 will be lost.  To avoid this from occurring, accrued 
holiday hours must be used before accrued vacation hours.   
 
(c) Holidays must be taken on or within a period of time agreeable to the department director and 
employee.  
 
(d) A holiday occurring during the paid leave of an employee will be paid and recorded as a 
holiday. 
 
(e) In computing wages, holiday pay will be computed at regular pay, recorded as a holiday, and 
excluded from calculating overtime. 
 
(f) In order to be paid for a holiday, the employee must work and/or use paid leave for their full 
scheduled workday or shift prior to the holiday and their full scheduled workday or shift 
following the holiday. 
 
(g)  In order for a new employee to be eligible for holiday pay in their initial pay period, an 
employee must have worked a full regularly scheduled workday or shift before and after the 
holiday. 
 
8.0  HEALTH INSURANCE 
 
The County participates in a comprehensive major medical group health insurance plan designed 
to assist employees in the payment of expenses resulting from illness or injury in accordance 
with the plan.  The County pays the full cost of the premium on individual coverage for full time 
employees hired or reinstated prior to 01-22-12.  Full-time employees hired or reinstated 01-22-
12 and thereafter pay a proportion of the employee health insurance cost.  Part-time benefited 
employees hired after 7-1-03 pay a pro-rated amount in proportion to the number of hours 
worked for individual coverage.  Employees who transfer from full-time status to part-time 
benefited status will pay the appropriate pro-rated amount.   Employees may purchase coverage 
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for their dependents and are responsible for paying the full cost of the additional coverage.  
Current premium rates are on file with the Human Resources Office. 
 
8.03   PRE-PAYMENT OF PREMIUMS 
 
If employees wish to avoid any delay of coverage for the health insurance, they may exercise 
their option to pay the premium in advance.  Questions and all the information required to 
accommodate continue insurance coverage will be provided by the Human Resources Office. 
 
11.0  LIFE INSURANCE 
 
The County provides full-time and part-time benefited employees with a life insurance policy.  
Employees may purchase additional coverage for themselves or their dependents and are 
responsible for paying the full cost of the additional coverage. 
 
 
11.02  LIFE INSURANCE FOR DEPENDENTS 
 
Definition of Dependent- The term "dependent" means the spouse of any employee and 
employee's unmarried children (including stepchildren, legally adopted children or foster 
children) between the ages of fourteen days and nineteen years, or up to age twenty-six (26). if 
regularly attending school. 
 
Death Benefit- The amount of the insurance provided for each dependent, shown in the life 
insurance schedule, is payable to the employee in the event of the dependent's death from any 
cause while insurance is in effect. 
 
 
11.04  RETIREMENT DEATH BENEFIT 
 
After one year of creditable service, the County provides a death benefit through the North 
Carolina Local Government Retirement System.  If an employee dies before age 70 while 
actively employed or within one hundred eighty (180) days of the employee’s last day of work, 
the designated beneficiary will receive a single lump sum payment.  The amount is equal to the 
employee’s highest 12 months of salary during the 24 months preceding death, but no less than 
$25,000 and no more than $50,000.   
 
21.0  WELLNESS PROGRAM 
 
Wellness is important in the performance of job functions and enhances quality of life.  The 
County adopted a Wellness Program to promote a healthy lifestyle to include not using tobacco 
products, eating nutritiously, and participating in moderate physical activity.  A Wellness 
Committee, comprised of County employees, coordinates County activities to promote wellness.  
To promote physical fitness, payroll deductions are available for several local fitness centers. 
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Benefited County employees receive an overview of the Wellness Program in new employee 
orientation. To maintain employee confidentiality, the County contracts with a third party 
Wellness Provider to manage compliance with the Wellness Program requirements.  Participants 
in the program complete an online Health Risk Assessment and a biometric screening annually.  
Employees who have had an annual physical within the past 90 days may submit their results to 
the Wellness Provider utilizing the approved reporting method.  Employees are assessed a 
premium for their individual health insurance coverage.  However, this premium is waived for 
those who participate in the wellness program. 
 
Employees are encouraged to have routine physical examinations as a preventive step in overall 
wellness.  In order to promote healthy lifestyles and prevent future health problems, benefited 
employees receive four (4) hours of wellness leave on a fiscal year basis.  This type of leave is 
independent of vacation or sick leave.  Wellness Leave may be utilized for annual physical 
examinations, mammograms, PSA testing, eye exams, bi-annual dental exams, and annual skin 
cancer screenings.  
 
In order to alleviate sickness in the winter season, free flu shots are offered to employees 
enrolled on the County health plan each year at the Health Department.  
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Proposed Revisions To: 
SECTION V 

EQUAL EMPLOYMENT OPPORTUNITY PLAN 
   
1.0  EQUAL EMPLOYMENT OPPORTUNITY POLICY STATEMENT  
It is the policy of Rowan County to foster, maintain, and promote equal employment 
opportunity. The County shall select employees on the basis of the applicants’ qualifications 
without regard to age, sex, race, color, religion, political affiliation, disability, veteran military 
status, genetic information, family medical history, or national origin except where specific age, 
sex, or physical requirements constitute a bona fide occupational qualification necessary for job 
performance.  Rowan County will make decisions regarding the terms and conditions of 
employment including the training, promoting, compensating, transferring, disciplining, and 
terminating of employees without discriminating on the aforementioned basis as defined by 
applicable state and federal equal employment and nondiscrimination laws.  Fair treatment of 
applicants and employees will be ensured without regard to age, sex, race, color, religion, 
political affiliation, disability, veteran status, genetic information, family medical history, or 
nation origin any aforementioned protected status and with proper regard for their privacy and 
constitutional rights as citizens. 
 
Rowan County will continue to adhere to the following criteria in its effort to provide equal 
employment opportunities: 
 

1. Recruitment procedures to attract a diverse pool of applicants to all occupational 
categories and targeted toward underrepresented groups in the workforce including 
minorities and the disabled; 

2. Disciplinary process designed to provide equal treatment for all employees in accordance 
with the County’s disciplinary policy; 

3. Selection procedures designed to ensure that all of the steps are non-discriminatory and 
job related; 

4. Hiring process designed to include consistent information for new hires regarding 
employment conditions, type of employment, salary, etc.;  

5. Promotional procedures designed to enhance upward mobility and fully utilize the skills 
of the existing workforce; 

6. Training procedures designed to enhance employee development and advancement 
opportunities;  

7. Compensation and benefits procedures designed to review benefits, monitor salaries, and 
analyze practices to ensure all employees receive compensation and benefits without 
discrimination; 

8. Performance appraisal system to hold managers and supervisors accountable and to 
establish, maintain, and apply employee performance standards free from bias; 

9. Grievance procedures to ensure fair and equitable review of complaints in accordance 
with County policies. 

10. Ensure that all employees work in an environment free from discrimination, harassment, 
and sexual harassment; 
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11. Ensure that no retaliatory action is taken or administered against any employee for             
opposing employment practices which are prohibited by federal and North            
Carolina laws or by the County's own policies and procedures; 

12. Compliance with expressed or implied obligations contained in Federal and North            
Carolina law relating to equal employment opportunity. 

13. Will not discriminate on the basis of disability in the admission or access to, treatment or 
employment in, its programs or activities. 

 
1.01  RESPONSIBILITY FOR PLAN ADMINISTRATION  
 
The County Manager, with the assistance from the Human Resources Office, is responsible for 
the administration of the County's Equal Employment Opportunity Policy Plan as adopted by the 
Board of Commissioners.   
 
Department Directors and supervisors responsibilities shall include but are not limited to: 
 

1. Assisting in the development and implementation of the EEO plan and program; 
2. Assisting in the establishment of program plan objectives; 
3. Maintaining a diverse workforce for the department, division, work unit, or section; 
4. Assisting the EEO Human Resources Office in periodic evaluations to determine the 

effectiveness of the EEO program plan;  
5. Providing a work environment and management practices which support equal 

opportunity in all terms and conditions of employment; 
6. Identifying and eliminating artificial barriers to equal employment and increasing a 

greater utilization of all persons; and 
7. Conscientiously recognizing the dignity and value of individual employees and 

promoting a means of communication, participation, and understanding among all 
employees.  

 
2.0  EQUAL EMPLOYMENT OPPORTUNITY RECRUITMENT   
 
Human Resources will be responsible for publicizing opportunities for employment with the 
County including salary ranges and employment qualifications for positions to be filled.  
Individuals shall be recruited from a geographical area as wide as is necessary to insure that 
well-qualified applicants are obtained for County services.  Employment advertisements shall 
contain assurances of equal employment opportunity and shall comply with federal and state 
statutes regarding discrimination in employment matters. 
 
Rowan County will conduct a program of open recruitment in positions to avoid the possible 
discriminatory effects of informal job networks and similar practices.  Posting job vacancies 
within a department for internal promotion consideration will constitute open recruitment. 
 
Rowan County's equal employment opportunity recruitment program plan may include, but is 
not limited to, the following specific actions: 
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a)  Open posting of vacancy announcements - vacancies for positions will be openly posted at 
places which are prominently visible to employees in departments, divisions, satellite agencies, 
etc.  The posting period will be of sufficient duration to allow time for interested personnel to 
apply; 
 
b)  Broad public announcement of vacancies - recruitment efforts may include classified 
advertisements in area newspapers, professional journals, use of the County’s website, and the 
Employment Security Commission (ESC).  In addition, copies of vacancy announcements will 
be provided to local colleges and agencies specializing in recruitment of occupational groups that 
are underrepresented in the workforce including minorities, minority and women, and disabled 
applicants, as feasible; 
 
c)  Within the limits of allocated funds, recruitment at minority and women's colleges and 
universities – colleges and universities whose enrollments are predominately minorities or 
women - will be included in the recruitment process. 
 
d)  A statement that the County is an "Equal Opportunity Employer" will be included in 
advertisements for employment. 
 
3.0  MONITORING APPLICATION OF EQUAL EMPLOYMENT POLICIES  
 
a) Establishment of valid job qualifications - the Human Resources Department will continually 
review job descriptions and minimum experience and training requirements in order to detect 
those selection devices which may tend to adversely affect employment opportunities of any 
group on the basis of disability, sex or minority status.  As part of this review, the nature, 
frequency, physical demands and relative difficulty of each task actually performed by positions 
in each job classification will be analyzed in terms of those specific employee abilities, skill 
levels and knowledge necessary to perform that task. Job descriptions shall ensure that physical 
and mental requirements be job-related and accurately reflect job function as specified by 
applicable state and federal law pertaining to employment of the disabled.  The Human 
Resources Director will take all necessary steps to suspend further use of those job descriptions 
or stated qualifications which are not directly related to actual job performance and which tend to 
discriminate against any population group.  Selection devices related to job performance, which 
also have an adverse impact on the employment opportunities of any population group, will be 
eliminated and replaced by other selection devices which do not have an adverse effect, insofar 
as can be accomplished without unreasonable expense or burden to the operations of the County.  
 
b) The Human Resources Department will monitor any recruitment efforts for compliance and 
make changes as deemed appropriate. 
 
4.0  CLASSIFICATION REVIEW  
 
Rowan County is committed to the principle consistent with law and governmental policy that 
individual employees should be compensated without discrimination on the basis of age, race, 
color, sex, religion, national origin, disability, genetic information, military status, political 
affiliation, or any other discriminatory criteria legally protected status. In order to assure that 
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similarly qualified individuals who are performing substantially the same work under 
comparable conditions are paid on an equal basis, Human Resources will take the following 
actions: 
 

a)  Conduct periodic job analysis in order to identify positions that are improperly classified. 
     

b) Seek written justification from department directors for any unjustified disparity in 
classification that appears to exist. 

 
c) Recommend reclassification of any position determined to be classified at a lower or 

higher level than is consistent with the objectively determined value of the work being 
performed, giving particular attention to disparities which are patterned statistically on 
the basis of disability, sex or minority status. 
 

5.0  CAREER DEVELOPMENT AND TRAINING  
 
To assure that members of all population groups are given equal opportunities to hold all 
positions for which they are qualified, the following policies and practices shall apply: 
 
a) Initial referrals of applicants for vacant positions will be made consistent with the Equal 
Employment Opportunity Policy Statement under established recruitment procedures. Persons 
directly involved in the interviewing process and in decisions regarding assignments should be 
given specific orientation concerning these administrative guidelines. 
 
b) Employees will be permitted to apply through transfer, promotion, or otherwise for 
employment in other positions classified at a higher level or viewed as offering greater 
advancement opportunity. Employees who are interviewed will be informed, in writing, of the 
status of their application when the selection process is completed. 
 
c) Human Resources may provide counseling to employees on promotional opportunities and 
encourage disabled, minority and women employees to participate in career progression and 
development activities. 
 
d) In-house training and similar programs will be reviewed periodically for possible modification 
or expansion to better achieve the purposes of this policy.  Special efforts will be made to 
encourage participation in training programs by members to all population groups.  Departments 
should post notices of training opportunities. 
 
11.0  EEO AND ADA GRIEVANCE PROCEDURE  
 
Rowan County has adopted an internal grievance procedure providing for prompt and equitable 
resolution of complaints alleging any action prohibited by the U.S. Department of Justice 
regulations implementing Title II of the Americans with Disabilities Act and discrimination as 
defined by Title VII of the Civil Rights Act of 1964.  Title II states, in part, that "no otherwise 
qualified disabled individual shall, solely by reason of such disability, be excluded from the 
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participation in, be denied the benefits of, or be subjected to discrimination" in programs or 
activities sponsored by a public entity. 
 
Grievances alleging discrimination may be filed directly with the Human Resources Director or 
the County’s Personnel Commission at 130 W. Innes Street, Salisbury, NC 28144.  An allegation 
of discrimination must be presented to the Human Resources Director within 15 calendar days or 
the County’s Personnel Commission within 30 calendar days of the alleged discriminatory 
action.  If submitted directly to the Personnel Commission, a copy of the grievance must also be 
provided to the Human Resources Director. 
 
For grievances alleging unlawful workplace harassment (including sexual harassment), the 
individual must have submitted a written complaint to the Human Resources Director and waited 
60 calendar days for the Human Resources Director to take appropriate action.  Unlawful 
workplace harassment is defined as unwelcome or unsolicited speech or conduct based upon 
race, sex, creed, religion, national origin, age, color, disabling condition disability, genetic 
information, political affiliation or veteran/military status or obligations that creates a hostile 
work environment.  A hostile work environment is one which a reasonable person would find 
hostile or abusive, one which an employee perceives workplace actions or behavior to be hostile 
or abusive, and/or which unreasonably interferes with an employee’s work performance.   To 
request a hearing with the Personnel Commission, the grievance must be filed no later than 30 
calendar days after the 60 calendar day waiting period has ended.   
 
1.  A complaint should be filed in writing and contain the following: 
 

a. Name, address, and telephone number of the person on whose behalf the complaint is   
 being made,  

 
     b.    The position held or applied for by the employee or applicant, 
 
     c.    The number of years the employee has been continuously employed by the County, 
 
     d.    The name of the department against whom the complaint is being brought,  
 
     e.    The nature of the complaint (e.g.  racial discrimination in promotion, transfer, hire, etc.) 
 
     f.     A detailed statement of the facts or reasons to elicit understanding of the situation upon  

which the complaint is being based, and 
 
     g.    A statement of the relief desired. 
 
A County employee who feels that he or she has been discriminated against may request a 
hearing by the Commission or may pursue the matter through the grievance procedure.  If an 
employee elects to utilize the grievance procedure, he or she shall follow the procedure of the 
County and, if dissatisfied with the Human Resources Director’s decision, may appeal to the 
Commission within 30 calendar days after the receipt of notice of the Human Resources 
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Director’s decision.  The request should be filed in writing through the County Manager’s 
Office, 130 West Innes Street, Salisbury, NC 28144.   
   
2.  An investigation, as may be appropriate, shall follow a filing of complaint.  The Human 
Resources Director or such person(s) appointed by the Personnel Commission shall conduct the 
investigation.  These rules contemplate informal but thorough investigations, affording all 
interested persons and their representatives, if any, an opportunity to submit evidence relevant to 
a complaint.   
 
3.  The County’s Personnel Commission will hear the case and conduct a hearing of the facts and 
issues.  If following the investigation and hearing, a settlement is agreed to by both parties, the 
designated agent shall certify the settlement to the Commission.  If following the investigation 
and hearing, there are issues and facts on which an agreement cannot be reached, the designated 
agent shall report the findings to the Commission with a recommendation.   
  
4.  The County’s Personnel Commission is authorized to order the employment, promotion, 
transfer, or salary adjustment of any individual to whom it has been wrongfully denied or to 
direct other suitable action to correct the abuse.    The decision reached by the County’s 
Personnel Commission on discrimination cases will be binding. 
 
5.  The right of a person to a prompt and equitable resolution of the complaint filed hereunder 
shall not be impaired by the person's pursuit of other remedies such as the filing of an EEO or 
ADA complaint with the responsible federal department or agency.  Use of this grievance 
procedure is not a prerequisite to the pursuit of other remedies. 
 
6.  These rules shall be construed to protect the substantive rights of interested persons to meet 
appropriate due process standards, and to assure that Rowan County complies with Title VII of 
the Civil Rights Act and ADA. 
 
12.0  IMPLEMENTATION OF PLAN 
 
The Human Resources Director will keep the County Manager informed of any area(s), which 
may deserve attention in the County's commitment to achieve the principles described in this 
EEO Policy Plan.  
 
Reports of progress of efforts to comply with policies such as EEO, FLSA, FMLA, ADA this 
plan shall be made to the County Manager at the end of each fiscal year.  Comment [NKD18]: Changes requested by Stat  

 



Proposed Revisions To: 
SECTION VI 

WAGE AND SALARY ADMINISTRATION 
 
5.03  COST OF LIVING ADJUSTMENT 
 
The County Commissioners consider a cost of living increase for employees on an annual basis.  
The recommendation for an increase is based upon the prior year consumer price index.  If 
approved and appropriated in the operating budget, the increase is normally distributed to 
employees in their first paycheck of the new fiscal year, (which includes July 1 in the pay 
period).  When employees receive a cost of living increase, their pay grade remains the same. 
 
 
6.04  FLUCTUATING WORK WEEK 
 
An employee whose hours of work fluctuate from week to week may be paid a fixed salary with 
the understanding that the fixed amount received as straight time pay is compensation for all 
hours worked, whatever the number.  The employee’s regular rate is determined each week by 
dividing the fixed salary by the number of hours worked in that week.  The regular rate cannot be 
less than the minimum wage. Because the employee has been paid straight time compensation 
for all hours worked, he/she will receive additional over-time compensation for all overtime 
hours worked over forty (40) at a rate of at least one half the regular rate. 
 
In order to be paid on an overtime basis of one half the regular rate, the following must be 
present: 
 
1) An expressed or implied agreement exists; and 
2) Adequate sleeping facilities for sleep are provided. 
 
6.08  COMPENSATORY TIME (COMP TIME)  
 
As a governmental employer, federal regulations and Rowan County policy permit comp time to 
be accrued in lieu of overtime pay.  The County has elected to give non-exempt employees 
equivalent time off during the same workweek in lieu of pay in order to avoid overtime unless 
otherwise approved by the County Manager. 
 
7.00  RECORD KEEPING 
 
7.01  TIMESHEETS 
  
In compliance with the Fair Labor Standards Act, Rowan County requires that records be kept in 
a centralized location on wages, hours, occupation, and other terms and practices of employment.  
Timesheets are completed electronically through Munis Employee Self-Service (ESS) by each 
employee and forwarded electronically to supervisor for approval.  Departments should use the 
standardized timesheet including:  
 a.  Employee Name (last name, first name); 
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 b.  Department; 
 c.  Employee Number;  
 d.  Hours worked each day and accrued benefit time used; 
 e.  Total hours each workweek; 
 f.  Signature of employee; 
 g.  Signature of supervisor. 
 
Hours worked by an employee must be treated as compensable time.   Employees should record 
actual time worked and benefit time used on the proper line.  It should be emphasized that it is 
the responsibility of the employee to ensure accurate information as to time worked and the duty 
of the supervisor to ensure the accuracy of the employee's timesheet. 



Proposed Revisions To: 
SECTION VII 

SAFETY POLICY AND PROCEDURES 
 
8.0  EMERGENCY ACTION AND FIRE PLAN  
 
Rowan County Government requires that during every emergency an organized effort be made to 
protect personnel from injury and to minimize property damage.  All of Rowan County 
Government's resources can be made available to respond to an emergency.  Each Department 
Director and supervisor must know what to do during an emergency and must be certain that 
employees understand their roles.  Rowan County Government's Master Emergency Response 
Plan (MERP) delineates lines of authority and responsibility for emergency response.  In this 
context, a major emergency may be one of the following:  a major loss to a building or facility; 
and emergency involves more than one building or facility; a situation in which a choice must be 
made in the assignment of relative levels of authority among emergency response groups; 
potential hazard to the surrounding community; threat; civil disturbances or alerts; natural 
disasters such as earthquakes, floods, or severe weather; and countywide electrical power or 
other utility failure. 
 
During response to such major events, if deemed necessary by the County Manager or 
Department DirectorEmergency Services Chief, fire or police may be summoned, and the 
Director of Emergency Services would take charge.  The primary responsibility of the Director 
of Emergency Services Chief is to ensure that priorities are established, that the response is 
appropriate and adequately implemented, and that the proper notifications are made.  In most 
cases the direct involvement of local supervision and remedial action will be necessary.  
Adequate emergency response will be made at county government level, with support from fire, 
medical, protective services and other support organizations. 
 
The underlying philosophy of the emergency response plan is the recognition that each employee 
has a vital role and basic responsibility in the area of safety and emergency action.  The only 
reasonable expectation is that at the onset of an emergency the initial response will be at the 
individual level. 
 
Levels of responsibility proceed downward from top management while action and response 
levels proceed upward from the first person involved.  Don't be afraid to call outside assistance 
like police and firefighters.  Dial 911.  When the police, firefighters or paramedics arrive, they 
will take control of the situation.  Notify management as soon as practical, which means after all 
immediate responses have been exercised. 
 
8.01  ON-SCENE COMMAND 
 
The 911 Operator will dispatch the appropriate emergency response unit, based on the nature of 
the incident.  An orderly transfer of responsibility is then made from the local building or facility 
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organization to this responding unit.  The examples listed below identify the most likely outside 
incident commander for the following types of emergencies: 
 
Bomb Threat/Bomb Search:            Ranking Police Officer 
Injury:                                               EMS Personnel 
Fire:                                                  Ranking Fire Officer 
Civil Disturbance:                            Ranking Police Officer 
Chemical Spills:                               Ranking Fire Officer, Special Toxic Clean up crew  
                                                          or alternate 
Power Outage:                                  Electric Company personnel, or County Facilities 
                                                          Management Department Personnel  
Mechanical Utility Failures:             County Facilities Management Department Supervisor or 
                                                          Designee  
 
In most emergencies the person who should be in charge is obvious.  However, an emergency 
might arise that requires the major involvement of more than one emergency-response group.  In 
such a case the ultimate authority among those on the scene will be the Director of Emergency 
Services Chief.  In this event, the County Manager should be consulted for direction. 
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ROWAN COUNTY
A COUNTY COMMITTED TO EXCELLENCE

130 West Innes Street - Salisbury, NC 28144
TELEPHONE: 704-216-8180 * FAX: 704-216-8195

MEMO TO COMMISSIONERS:

FROM: Finance Department
DATE: 8/27/2018
SUBJECT: Bayada Home Health Care - In-Home Aide

Please see the attached contract.

Please approve the attached contract between Bayada Home Health Care and the Social Services
Department for In-Home Aide services.

ATTACHMENTS:
Description Upload Date Type
Bayada Home Health Care - In-Home Aid 8/27/2018 Cover Memo





































































































ROWAN COUNTY
A COUNTY COMMITTED TO EXCELLENCE

130 West Innes Street - Salisbury, NC 28144
TELEPHONE: 704-216-8180 * FAX: 704-216-8195

MEMO TO COMMISSIONERS:

FROM: Finance Department
DATE: 8/27/2018
SUBJECT: Genesis-A New Beginning - Family Reunification

Please see the attached contract.

Please approve the attached contract between Genesis-A New Beginning and the Social Services Department
for Family Reunification Services.

ATTACHMENTS:
Description Upload Date Type
Genesis-A New Beginning - Family
Reunification 8/27/2018 Cover Memo





































































ROWAN COUNTY
A COUNTY COMMITTED TO EXCELLENCE

130 West Innes Street - Salisbury, NC 28144
TELEPHONE: 704-216-8180 * FAX: 704-216-8195

MEMO TO COMMISSIONERS:

FROM: Finance Department
DATE: 8/27/2018
SUBJECT: Coltrane Life Center - Adult Day Care/In-Home Aide

Please see the attached contract.

Please approve the attached contract between Coltrane Life Center and the Social Services Department for
Adult Day Care and In-Home Aide services.

ATTACHMENTS:
Description Upload Date Type
Coltrane Life Center - Adult Day Care/In-
Home Aide 8/27/2018 Cover Memo























































































ROWAN COUNTY
A COUNTY COMMITTED TO EXCELLENCE

130 West Innes Street - Salisbury, NC 28144
TELEPHONE: 704-216-8180 * FAX: 704-216-8195

MEMO TO COMMISSIONERS:

FROM: Finance Department
DATE: 8/27/2018
SUBJECT: Children's Home Society of NC - Foster Care

Please see the attached contract.

Please approve the attached contract between Children's Home Society of NC and the Social Services
Department for Foster Care.

ATTACHMENTS:
Description Upload Date Type
Children's Home Society of NC - Foster
Care 8/27/2018 Cover Memo































































ROWAN COUNTY
A COUNTY COMMITTED TO EXCELLENCE

130 West Innes Street - Salisbury, NC 28144
TELEPHONE: 704-216-8180 * FAX: 704-216-8195

MEMO TO COMMISSIONERS:

FROM: Finance Department
DATE: 8/27/2018
SUBJECT: Abundant Living Adult Day Services - Adult Day Care

Please see the attached contract.

Please approve the attached contract between Abundant Living Adult Day Services and the Social Services
Department for Adult Day Care services.

ATTACHMENTS:
Description Upload Date Type
Abundant Living Adult Day Care Services -
Adult Day Care 8/27/2018 Cover Memo

























































































ROWAN COUNTY
A COUNTY COMMITTED TO EXCELLENCE

130 West Innes Street - Salisbury, NC 28144
TELEPHONE: 704-216-8180 * FAX: 704-216-8195

MEMO TO COMMISSIONERS:

FROM: Finance Department
DATE: 8/27/2018
SUBJECT: Purchase Requisition - Wheel Loader for Landfill

Please see the attached purchase requisition.

Please approve the attached purchase requisition for a new wheel loader for the Rowan County Landfill.

ATTACHMENTS:
Description Upload Date Type
Purchase Requistion - Wheel Loader for
Landfill 8/27/2018 Cover Memo











ROWAN COUNTY
A COUNTY COMMITTED TO EXCELLENCE

130 West Innes Street - Salisbury, NC 28144
TELEPHONE: 704-216-8180 * FAX: 704-216-8195

MEMO TO COMMISSIONERS:

FROM: Finance Department
DATE: 8/27/2018
SUBJECT: Salcoa Contracting - Administration Building Renovations

Please see the attached contract.

Please approve the attached contract between Salcoa Contracting and Rowan County for renovations to the
Administration Building.

ATTACHMENTS:
Description Upload Date Type
Salcoa Contracting - Administration Building
Renovations 8/27/2018 Cover Memo

























ROWAN COUNTY
A COUNTY COMMITTED TO EXCELLENCE

130 West Innes Street - Salisbury, NC 28144
TELEPHONE: 704-216-8180 * FAX: 704-216-8195

MEMO TO COMMISSIONERS:

FROM: Carolyn Barger, Clerk to the Board
DATE: 08/27/2018
SUBJECT: Proclamation for Constitution Week

ATTACHMENTS:
Description Upload Date Type
Proclamation for Constitution Week 8/27/2018 Cover Memo





ROWAN COUNTY
A COUNTY COMMITTED TO EXCELLENCE

130 West Innes Street - Salisbury, NC 28144
TELEPHONE: 704-216-8180 * FAX: 704-216-8195

MEMO TO COMMISSIONERS:

FROM: Tonya Parnell
DATE: 8-28-18
SUBJECT: FY 2018 Year End

ATTACHMENTS:
Description Upload Date Type
FY 2018 Year End 8/28/2018 Cover Memo

















































ROWAN COUNTY
A COUNTY COMMITTED TO EXCELLENCE

130 West Innes Street - Salisbury, NC 28144
TELEPHONE: 704-216-8180 * FAX: 704-216-8195

MEMO TO COMMISSIONERS:

FROM: County Manager Aaron Church
DATE: August 28, 2018
SUBJECT: HCCBG Additional Allocation for FY 2018-19

ATTACHMENTS:
Description Upload Date Type
Memorandum 8/28/2018 Cover Memo
HCCBG FY 2018-19 Revised Funding Plan 8/28/2018 Cover Memo







ROWAN COUNTY
A COUNTY COMMITTED TO EXCELLENCE

130 West Innes Street - Salisbury, NC 28144
TELEPHONE: 704-216-8180 * FAX: 704-216-8195

MEMO TO COMMISSIONERS:

FROM: Don Bringle, Director of Fac. Mgt, Parks and Rec
DATE: 8/28/2018
SUBJECT: West End Plaza Event Center Rental Policy

Updating rental policy of the West End Plaza Event Center

ATTACHMENTS:
Description Upload Date Type
Policy 8/29/2018 Cover Memo



 

1 
Revised 10/05/2015 / SecondThird Revision 9-5-16 9-4-18 

Formatted: Strikethrough

West End Plaza Event Center Rental Policy  

Effective 8/3/2015– REVISED 9-5-16 9-4-18 
 

 

CONTENT 

A. Group Designations  

B. Fees 

C. General Information  

D. Alcohol  

E. Cancellation / Refund 

F. Catering & Cleaning  

G. Fire Safety  

H. Insurance  

I. Payment 

J. Rental Time 

K. Security 

L. Reservations / Rental Space  

M. Tables / Chairs  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

2 
Revised 10/05/2015 / SecondThird Revision 9-5-16 9-4-18 

Formatted: Strikethrough

Introduction:   

The West End Plaza makes available for rental the Event Center formerly known as “JC 

Penney’s Building.”  No other space is available for one time event type rentals at the West 

End Plaza. 

 

A  -  Group Designations  

1. Cooperative Extension, Soil & Water District, Forestry, Farm Service Agency, 

RowanWorks and Rowan Cabarrus Community College. No charge.  

2. Internal county departments. No charge (excludes catering) with 60-day maximum 

advance reservation. 

3. Rowan Salisbury School may use the WEP one (1) time without charge every 90 days if 

requested by the School Board by way of resolution to the County Manager. 

4. Rowan County nonprofit organizations (with a valid 501c3, 501c6, and/or county-funded 

organizations) may rent the venue at the Non-Profit fee located in Section B.  

5. Corporate and other events. Regular fee schedule applies.  

 

B  -  Fees  

    NON HOLIDAY   HOLIDAY 

Non-profits   $600 a day (12 hours)  $1,200 a day (12 hours) 

Non-profits (Alcohol)  $840 a day (12 hours)  $1,680 a day (12 hours) 

Individual / for profit  $1,200 a day (12 hours)  $2,400 a day (12 hours) 

Individual / for profit (Alcohol) $1,680 a day (12 hours)  $3,360 a day (12 hours) 

 

*Deposits are applicable to both non-profits and for profit.  Balance is due 15 10 days before event. 

*Refundable deposits will be refunded after the event has been inspected and approved by County Staff. 

 

Booking Fee    $250 (Non-Refundable) 

Damage Deposit  $750 or $1,750 (Refundable)  

Total Down Payment  $1,000 or $2,000 

 

C  -  General Information   
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1. The venue is available for rental based on calendar availability with a signed contract 

and deposit. Proof of liability insurance is required. 

2. Rental contracts will be entered into with adults only, 18 or older and 21 or older when 

beer/wine is served. 

3. On-site parking is free.  

4. West End Plaza Event Center (WEPEC) is a tobacco-free facility.  

5. Event hosts/guests may not adhere items to wall, ceiling, floor or any structure or fixture 

in venue.  The use of confetti, glitter, other related/similar items at weddings or 

celebrations is prohibited. 

6. Special event application is located on our website. 

7. All vendors must have a valid license and/or proper permits to operate, all in good 

standing and current.  

8. Meeting coordinator will provide tours and walk-throughs by appointment only. 

9. WEPEC facilities are available for rental at a holiday rate on holiday weekends, 

including Martin Luther King Jr. Day, Memorial Day, Fourth of July, Labor Day, 

Thanksgiving (Thursday and Friday), Christmas (day before and after) and New Year’s 

(day before and after).   

10. All events are subject to policies listed on the event contracts issued prior to the event. 

11. All policies and procedures related to room rentals are subject to change without notice. 

12. No cooking on site – All food must be catered in accordance with all applicable federal, 

state and local laws, rules and policies.  

13. No pets are allowed under any circumstance unless the animal is a service animal. 

 

D  -  Alcohol 

Beer and Wine is permitted.  If alcoholic beverages are to be served during the event, an 

alcoholic beverage permit must be purchased in accordance with all local, state and federal 

laws, rules and regulations. 
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A certified graduate of the NC Responsible Alcohol Seller Program must serve on-site; event 

guests may not serve alcohol.  Security must be contracted if alcohol (beer and wine) is 

served.  

 

E  -  Cancellation/Refund 

 

The booking fee of $250 will not be refunded under any circumstance.  The $750 or $1,750 

damage deposit will be refunded if the event is canceled. 

WEPEC retains the right to cancel reservations contract with written notice at any time for the 

following reasons: misrepresentation of the event, lack of insurance, threats of violence or 

actual violence to any WEPEC employee or subcontractor by event host’s employees or 

subcontractors, threats of damage or actual damage to WEPEC facilities by event host’s 

employees or subcontractors, damage or theft of WEPEC property by event host’s employees 

or subcontractors, or failure to abide by the terms and conditions of this rental contract. 

Cancellation by Rowan County for any of the above mentioned reasons will result in the loss of 

the entire rental amount. 

 

F  -  Catering and Cleaning 

 

1. Event host agrees to remove all items belonging to the event host at the conclusion of 

the event (including outside decorations). WEPEC is not responsible for any items 

remaining after the event that belong to the event host or the event host’s guests. 

2. Event host and/or caterer agree to leave facility and grounds in the condition in which 

they were found when the doors were opened for set-up. 

3. All decorations, food and drink container products and all trash must be collected in 

plastic bags. For all events serving food, the event host and/or caterer shall collect all 

trash generated from the event on the night of the event and place it in the dumpster 

onsite. 

4. Rowan County/WEPEC will hold the deposit and apply it toward cost for labor, supplies, 

and/or equipment needed or expended should WEPEC find it necessary, in their sole 
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opinion, to do further cleaning, removals or repairs to return the area to its original 

condition. Any excess damages will be billed to event host. 

5. The event host is fully responsible for all arrangements and any contract entered into 

with any caterer of the event.  Except when alcoholic beverage service is included as 

part of the event, WEPEC’s open catering policy allows food service from any caterer 

licensed by the State of North Carolina.  The Event Host / Lessee catering contract 

must include all table linens for meals and servings stations as well as adequate clean 

up immediately following the event. 

 

G  -  Fire Safety 

 

WEPEC enforces fire protection safety codes and is subject to inspection by the Fire Marshal. 

No pyrotechnic devices, smoke/fog machines or open flames are permitted.  All fire aisles and 

exits must be kept clear of equipment and people. No smoking is allowed anywhere in the 

buildings. Failure to follow these rules will result in the immediate suspension of the event until 

the conditions are corrected. If they are not corrected, the event will be cancelled without 

refund to the event host. 

H  -  Insurance 

 

1. Event host is required to maintain a $1,000,000 liability insurance policy (General 

liability coverage, for bodily injury and property damage claims, including contractual 

and personal injury liability coverage. Umbrella or excess liability insurance may be 

used to meet limit of liability requirements).  

2. Upon request, event host will provide to Rowan County duly executed certificates of 

insurance evidencing this coverage, together with satisfactory evidence of the payment 

of the premium thereon. Each certificate shall specify that the policy cannot be 

cancelled without providing Rowan County at least 30 days prior written notice, that 

Rowan County is named as an additional insured, and that the insurer waives any 

subrogation rights against Rowan County. 
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3. Each policy required under this agreement shall contain a severability of interests 

clause and will provide that event host’s coverage shall be primary to any other 

insurance available to or maintained by Rowan County. 

4. Proof of insurance must be provided to Rowan County at least 30 10 business days 

before the event.  Proof of insurance shall be a certificate of insurance naming Rowan 

County as an additional insured party.  Failure to provide proof of insurance will result in 

cancellation of event. 

 

I  -  Payment 

 

WEPEC accepts payment via certified or cashier’s check or credit cards: VISA, MasterCard. 

Cash is not accepted. 

 

J  -  Rental Time 

 

1. Minimum rental time –  Twelve (12) hours. 

2. NOTE: Rental time begins when the first service person arrives and ends when the last 

service person leaves. Be sure to leave adequate time for your service personnel to 

clean up at the end of the event. 

3. Events may not extend past 12 p.m on Friday, Saturday, or Sunday. Events may not 

extend past 11:00 p.m. Monday through Friday. 

4. We may assess that additional staff is necessary for your event (depending on the type 

of event, services required, number of anticipated attendees, and whether alcohol will 

be served).  Events open to the general public may also require additional 

staff.   Additional staff will be charged to the event host at $35 dollars an hour. 

5. WEPEC will not assume any responsibility for injury or accidents due to the activities 

conducted by event holders, or injuries or accidents caused by materials provided by 

event holders.  

6. Rooms must be vacated by the time indicated on the contract. Overtime charges will 

apply for rooms not vacated by the pre-arranged time, including extra charges if event 
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participants remain on-site after WEPEC’s regularly scheduled closing time.  Overtime 

charges are $350 per hour and will be deducted from the refundable deposit. 

7. All event deliveries must be received by Event Host  / Lessee.  Deliveries and pick up of 

equipment, supplies or materials outside of the scheduled event time must be arranged 

in advance with the meeting coordinator. Extra fees may apply for delivery, pick-up 

and/or storage of materials outside of scheduled event times.  

8. If advertising/promoting your event, all photos of WEPEC or use of WEPEC logo must 

be approved by WEPEC meeting coordinator. 

9. Event Host  / Lessee will be billed for damage caused by use of unauthorized pens and 

markers on whiteboards/items inside the meeting rooms. 

a. Event holders should bring their own supplies (with the exception of markers for 

the write-on wipe-off boards).  WEPEC will not be able to provide such items (i.e. 

batteries, scissors, paper, tape, markers, etc.) unless explicitly arranged in 

advance. The only approved tape is blue painter’s tape. 

10. Meeting coordinator/WEPEC staff reserves the right to enter any and all areas to 

enforce the rules and limit the number of people in the area. 

 

K  -  Security 

 

1. Security shall be provided by contract employees paid directly by the event host. 

2. Security contract employees shall be sworn law enforcement officers with arrest powers 

who are employed by the Rowan County Sheriff’s Office.  

 

1-99 Attendees    0     3 

100-299     1     4 

300-499     2     5 

500-599     2     6 

600-699     3     7 

700-799     4     8 
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800-899     4     9 

900+      4     10 

 

L  -  Reservations/Rental Space 

 

1. A minimum thirty-day (30) reservation is encouraged on all rentals. Reservations for 

rooms with less than 30 days advance notice will be made on an as available basis. 

2. Reservations are accepted for recurring events up to one year in advance, excluding 

internal and nonprofit use. Payment for recurring events will follow the same 

payment schedule as that of regular events.  Contradicts contract – page 3 item 3                                                                                                                                                                                                                                                                                                                                                                                                                                   

3. Meeting coordinator will contact to schedule a walk-through of the space three to ten 

days prior to the event. Any additional advance preparation, or changes to set-up 

requested less than 72 hours prior to event may result in additional fees. 

4. An invoice will be mailed to Event Host  / Lessee within a week of the event. The 

invoice will list all charges, show the deposit paid, and any balance due. 

 

M  -  Tables / Chairs 

 

1. Tables and Chairs shall be provided by the Event Host  / Lessee.   35 round tables and 

300 chairs are included with rental.  
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ROWAN COUNTY
A COUNTY COMMITTED TO EXCELLENCE

130 West Innes Street - Salisbury, NC 28144
TELEPHONE: 704-216-8180 * FAX: 704-216-8195

MEMO TO COMMISSIONERS:

FROM: John Brindle, Register of Deeds
DATE: August 24, 2018
SUBJECT: Update From Register of Deeds Office

ATTACHMENTS:
Description Upload Date Type
No Attachments Available
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MEMO TO COMMISSIONERS:

FROM: Finance Department
DATE: August 28, 2018
SUBJECT: Budget Amendments

Please see attached budget amendments.

Please approve attached budget amendments.  

ATTACHMENTS:
Description Upload Date Type
Budget Amendments 8/28/2018 Budget Amendment
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