
ROWAN COUNTY COMMISSION AGENDA
March 19, 2018 - 6:00 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

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: March 5, 2018

1 Consider Approval of Consent Agenda

A. Resolution for Detective Carl Dangerfield-Retirement Weapon
B. Resolution for Master Deputy Timothy Drew-Retirement Weapon
C. Refunds For Approval
D. Proclamation for Motorcycle Safety & Awareness Month
E. NC OSHR: Substantial Equivalent Program Monitoring 2018
F. Community Health Center Dental Grant
G. DSS Contract - Pinnacle Family Services
H. HR Agreement - Novant Health
I. Resolution for Involuntary Commitment Transport Services
J. Proclamation for Relay for Life "Paint the County Purple" Week
K. South Salisbury Fire Department Request for Completion of County

Documentation
L. Request for Qualifications for Professional Engineering Services for



Roadway Design and Construction
M. Contract for Law Enforcement Memorial
N. Authorize County Manager To Go Out For Bids For Casings

2 Public Comment Period

3 Public Hearing for HLC 01-18
4 Public Hearing: 2018-19 HOME Action Plan
5 Quasi-judicial Hearing for CUP 01-18
6 Quasi-judicial Hearing for CUP 03-18
7 Broadband Task Force Update
8 Consideration Of An Inter-local Agreement For An Economic Development

Partnership With The Rowan Tourism Authority On A Tourism Capital Project
9 Financial Report
10 Budget Amendments

11 Closed Session

• Regarding Legal Counsel For Potential Opioid Litigation

12 Adjournment

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: March 12, 2018
SUBJECT: Consider Approval of the Minutes: March 5, 2018

ATTACHMENTS:
Description Upload Date Type
March 5, 2018 Minutes 3/12/2018 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: Sheriff Kevin Auten
DATE: 03-02-2018
SUBJECT: Resolution for Detective Carl Dangerfield-Retirement Weapon

Resolution to award handgun to retiring Detective Carl Dangerfield

ATTACHMENTS:
Description Upload Date Type
Resolution 3/2/2018 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: Sheriff Kevin Auten
DATE: 03-02-18
SUBJECT: Resolution for Master Deputy Timothy Drew-Retirement Weapon

Request to award handgun to retiring Master Deputy Timothy Drew

ATTACHMENTS:
Description Upload Date Type
Resolution 3/2/2018 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, Deputy Tax Collector
DATE: March 5, 2018
SUBJECT: Refunds For Approval

ATTACHMENTS:
Description Upload Date Type
Janaury 2018 VTS 3/5/2018 Cover Memo
February 2018 REG Refunds 3/5/2018 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: Derrick Hall, Legislative Coordinator, Concerned Bikers Association
DATE:
SUBJECT: Proclamation for Motorcycle Safety & Awareness Month

ATTACHMENTS:
Description Upload Date Type
Proclamation 3/8/2018 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: Aaron Church, County Manager
DATE:
SUBJECT: NC OSHR: Substantial Equivalent Program Monitoring 2018

 

Approve attached documents for the NC Office of State Human Resources regarding the County's
designation as being a substantially equivalent entity.

ATTACHMENTS:
Description Upload Date Type
Substantially Equivalent Definition 3/13/2018 Cover Memo
SE Monitoring Letter Feb 2018 3/9/2018 Cover Memo
SE Monitoring Checklist 2018 Recruitment
Selection Advancement and Cla.. 3/9/2018 Cover Memo

SE Monitoring Checklist for Employee
Relations 3/9/2018 Cover Memo

Personnel Ordinance 3/9/2018 Cover Memo
Section II-Employment Practices 3/9/2018 Cover Memo
Section V- Equal Employment Opportunity 3/9/2018 Cover Memo
Section VI- Wage and Salary
Administration 3/9/2018 Cover Memo

SOP- Performance Appraisals 3/9/2018 Cover Memo
SOP- Retention of Records-General Files 3/9/2018 Cover Memo
SOP Market Adjustments 3/9/2018 Cover Memo
SOP- Probationary Periods 3/9/2018 Cover Memo
SOP- Recruitment & Selection Process 3/9/2018 Cover Memo



Substantially Equivalent 
 

Rowan County was designed as substantially equivalent on June 21, 1988.  
Substantially equivalent refers to a County’s ability to establish and maintain a 
personnel system for all employees subject to its jurisdiction.  The most important 
factor that the Office of State Personnel considers when making a 
recommendation on a petition for Substantial Equivalency,  is whether or not the 
proposed personnel system is similar enough (i.e., substantially equivalent) to the 
standards established by the State Personnel Commission.  Petitioning for 
Substantial Equivalency does not guarantee a County will be granted the 
designation.  The process has several steps (meetings between all Local entities 
who will be affected and OSP, a review of all the proposed policies and 
procedures of the system portions being requested, visit(s) by OSP to speak with a 
sample of the affected population, etc.)  If a County petitions (and is granted) 
Substantial Equivalency, then all of the Human Services entities falling under this 
County’s jurisdiction will be subject to these policies and procedures.  There are 
currently six areas a County can petition for Substantial Equivalency.  The most 
popular is the Classification/Compensation portion which allows a County to 
establish new positions and reallocate existing positions without having to submit 
this information to OSP for review and approval.  Others are recruitment, 
selection, advancement, compensation and employee relations.  



 

Equal Opportunity Employer 

State of North Carolina  |  Office of State Human Resources 

116 West Jones Street  |  1331 Mail Service Center  |  Raleigh, NC  27699-1331 

oshr.nc.gov  |  919 807 4800  T  |  919 715 9750  F 

 
 

 

 
Office of State Human Resources 

ROY COOPER 
Governor  

 
BARBARA GIBSON 

Director, State Human Resources 

MEMORANDUM 

To: County Managers & County HR Directors 

From: Dominick D’Erasmo, M.A. HR Manager 

Date: February 5, 2018 

Re: Compliance with State Human Resources Act for Substantially Equivalent Entities 

The State Human Resources Act [NCGS 126-11] provides for the establishment and maintenance 

of local human resources (HR) systems which may be deemed substantially equivalent to the standards 

established under the Act.  For single-county jurisdictions, the Board of County Commissioners may 

petition the State Human Resources Commission for review of local HR systems to determine if they are 

compliant with state and federal requirements for a substantially equivalent system.  Multi-county 

public health districts and mental health LME/MCO programs may similarly request the State Human 

Resources Commission’s review to determine if they comply with standards for a substantially 

equivalent system of personnel administration. 

Upon approval of any local jurisdiction’s HR system as substantially equivalent, the State Human 

Resources Commission through the Office of State Human Resources shall monitor such systems to 

ensure compliance.  In accordance with the provisions of NCGS 126-11 (c), I am requesting that you 

forward all pertinent policies and procedures that define and support your local human resources 

system which the State Human Resources Commission has found substantially equivalent to applicable 

state and federal standards.  I have attached a listing that shows the pertinent system portion[s] for 

your local entity.  Please fill out the attached monitoring form and forward the appropriate documents 

to the e-mail address listed below no later than March 30, 2018.  The monitoring form must reference 

policy citations that support the requirement and be certified by the appropriate signatures as 

indicated.  Failure to provide the requested information may result in modifications to your status as 

substantially equivalent. 

I sincerely appreciate your cooperation in providing the requested information so that this office 

can complete the legal requirement to monitor substantially equivalent HR systems.  If you have 

questions concerning this request, please direct them to Dominick D’Erasmo, HR Manager for Local 

Government Services, at 919-807-4822 or via e-mail: dominick.derasmo@nc.gov 

mailto:dominick.derasmo@nc.gov


NC Office of State Human Resources 
Substantial Equivalency Monitoring Form 

 
For Compliance with 25 NCAC 01I .2401, .2402 

SYSTEM PORTION I and II 
 
 

General Requirement. Recruiting, selecting and advancing employees will be based on their relative ability, 
knowledge, and skills, including open consideration of qualified applicants for initial appointment. 

 

 
 

Requirements: 
 

(a) There must be a planned and organized recruiting program, carried out in a manner that assures open 
competition. 

 

(1) Recruitment policy approved by the BOCC/Local Service Board yes X  
(2) Recruitment policy reflects merit-based hiring concepts yes X  
(3) Dedicated HR Staff to manage the recruitment policies/processes yes X  
(4) Vacancy announcements required to be posted yes X  
(5) Policy in place to guide on internal vs. external postings yes X  
(6) Postings include minimum educational/experience requirements yes X  
(7) External postings sent to ESC yes X  
(8) Prior to posting job vacancy announcements, the classification 

level is reviewed for proper allocation level yes X  

no          
no          
no          
no          
no          
no          
no          

 
no          

Page # 6 (V)  
Page # 4 (I)  
Page # 6 (I)  
Page # 9 (II)   
Page # 9 (II)  
Page # 10 (II)  
Page # 9 (II)  

 
Page # 8 (V)  

 
 

(b) Special emphasis will be placed on efforts to attract minorities, women, the disabled, or other groups 
that are substantially underrepresented in the jurisdiction work force to help assure they will be among 
candidates for whom appointments are made. 

 

(1) Recruitment policy include references to EEO requirements yes X  
(2) Recruitment plans include efforts to attract minorities and disabled    yes X  
(3) Annual EEO plan includes provisions to “target” certain 

occupational groups that are underrepresented in the work force yes   
(4) “Fair Treatment” principles of the federal standards for a merit 

system of personnel administration are evident yes X  

no   
no   

 
no X   

no   

Page # 6 (V)  
Page # 6 (V)  

 
Page #    

Page # 7 (V)  

 

 
 

Requirements: 
 

(a) The selection of applicants for vacant positions will be through open competition. 
 

(1) Selection policies and processes are consistently applied and yes X  
documented 

(2) Qualifications review process is consistent in application and yes X  
equivalencies are based on sound logic and documented 

(3) Policy states that vacancies are filled through open competition yes X  

no          

no          

no          

Page#11,12(II)  

Page # 11 (II)  

Page#11,12(II)  

SELECTION 

RECRUITMENT 



(b) Selection procedures will be job related. 
 

(1) Selection of applicants is based on knowledge, skills and abilities yes X  
directly related to the job along with meeting the minimum 
education and experience requirements 

(2) Interview questions are based on defined job requirements, valid yes X  
and standardized for each job vacancy 

(3) Selection processes are monitored for adverse impact yes X  
(4) Employee selection documentation is maintained for each job 

vacancy in compliance with state and federal rules and law yes X  

no          
 
 

no          

no          

no          

Page#11,12(II)  
 
 

Page#11,12(II)   

Page # 13 (V)  

Page#11,12(II) 

(c) Job related minimum requirements for entrance to a class will be established wherever practical, and will 
be met by all candidates examined, appointed or promoted. 

 

(1) Essential job functions are identified yes X  
(2) Selection procedures include provisions for trainee appointments yes X  
(3) Dedicated HR staff is trained to properly evaluate a candidate’s 

qualifications related to established minimum job requirements yes X  

no   
no   

 
no   

Page # 7,8(VI)  
Page # 14 (VI)  

 
Page # 10 (II)  

 

(d) Prior to receiving a permanent appointment, each employee will satisfactorily complete a reasonable, 
time limited probationary appointment. 

 

(1) Provisions for probationary appointments are provided for in yes X  
approved policies and procedures 

(2) Duration is for more than 3 months but less the 1 year yes X  
(3) Employees are informed at time of employment of probationary 

period requirements yes X  
(4) Performance evaluation system is utilized in making determination 

for permanent appointment yes X  

no          

no          

no          

no          

Page # 16 (II)   

Page # 16 (II)  

Page # 8,9 (II)  

Page # SOP  

 

 

 
 

Requirement 
 

Policies and program affecting and effecting promotions will consider all eligible employees within the 
jurisdiction and adequately assure that all persons promoted are qualified. 

 

(1) Selection policies address career advancement for yes X  
permanent employees 

(2) The option is available for internal posting only to allow qualified  yes X  
employees the opportunity for career advancement 

(3)   Procedure assures that only qualified employees can be promoted yes X  

no          

no          

no          

Page # 13 (VI)  

Page # 9 (II)  

Page # 3 (V)  

 

County Comments: 
 All page # responses reference the Rowan County Personnel Policies and Procedures. 

 

 Selection D (4) references attached SOP – Performance Appraisals 
 

 Advancement (1) also reference Section V. page 3, 1.0 (5) 
 

 Advancement (3) also reference Section II. page 10, 3.07 and page 11, 3.11 
 

 
 

 
 

 
 

ADVANCEMENT 



General Requirement: A current, equitable, and adequate position classification and compensation plan will 
be provided. 

 

 

 
 

Requirement: 
 

Job Evaluation (syn. Classification) plans will be based upon a soundly applied, professionally accepted job 
evaluation methodology which establishes the relative strength of related positions through consideration of 
the difficulty, responsibility, and other requirements of the work. System components and all relationships 
determined along with accompanying rationale will be fully documented. 

 
 

(1) Established job evaluation methodology is defined in policy yes X  
(2) Job evaluation factors are stated, defined and utilized yes X  
(3) Class relationships are documented based job evaluation factors 

 and sound reasoning yes X  
(4) Position history files are maintained and include: job analysis 

information, position descriptions, organizational charts, and 
related information yes   

(5) Classification review process is defined by policy and procedure yes X  
(6) Procedure for completing/revising position descriptions is 

defined in policy yes X  
(7) Benchmark positions are identified and utilized in the job 

evaluation process yes X  
(8) Procedure for updating O-charts on a regular basis yes X  
(9) Established classification plan that include related class concepts yes X  

(10) Dedicated and trained HR professional staff to manage 
the classification plan yes X  

(11) Procedure for conducting organizational or occupational studies yes X  
(12) Extraordinary classification issues or problems are documented 

along with conclusions or resolutions yes X  
(13) Established database management system to track position 

classification actions and utilization yes X  
(14) “Fair Treatment” principles of the federal standards for a merit 

system of personnel administration are evident yes X  

no          
no          

 
no          

 
 
no          
no          

 
no          

 
no          
no          
no          

 
no          
no          

 
no          

no          

no          

Page # 6 (VI)  
Page # 6 (VI)  

 
Page # 6 (VI)  

 
 

Page #    
Page # 10 (VI)  

 
Page # 7 (VI)  

 
Page # 8 (VI)  
Page # 6 (I)   
Page # 6 (VI)   

 
Page#6-11(VI)   
Page # 10 (VI)  

 
Page # 10 (VI)   

Page # SOP  

Page # 8 (V)  

 

 

 
 
 

Requirements: 
 

(a) The compensation plan will, within labor market constraints, have as its principal basis the class 
relationships (syn. skill level relationships, job relationships, work level relationships etc.) discerned by 
the classification process. 

 

(1) Compensation (pay plans) are based on class relationships yes X  
(2) Consistency in salary percentage differentials is evident in the 

salary structure and plan yes X  
(3) Compensation philosophy is defined in policy yes X  
(4) Salary schedule is defined yes X  

no          
 

no          
no          
no          

Page # 11 (VI)  
 

Page # 12 (VI)  
Page # ORD   
Page # 12 (VI)   

COMPENSATION 

POSITION CLASSIFICATION 



(b) Within limits of local financial ability and fiscal policy, the level of compensation assigned to class of the 
plan will, in conjunction with Subparagraph (2)(a) of this Rule, adequately consider the competitive 
labor market within the geographical area of recruitment. 

 

(1) Occupational groups are defined in the compensation plan and yes X  
placed in the salary schedule based on salary survey data 

(2) Salary survey methodology is defined and appropriate labor yes X  
markets are defined, regionally, statewide or nationally 

(3) Salary surveys are conducted yes X  

no          

no          

no          

Page # 12 (VI)  

Page # SOP  

Page # SOP  

 

(c) Logical and equitable practices will be established which guide salary 
administration in positions and employee actions within the 
jurisdictions 

 

(1) Salary administration rules and procedures are defined in policy yes X  
(2) Salary administration defines salary range revisions, reclassifications, 

appointments, promotions, demotions, transfers, suspensions, and 
other related personnel actions that affect an employee’s status and 
pay yes X  

(3) “Fair Treatment” principles of the federal standards for a merit 
system of personnel administration are evident yes X  

(4) Salary administration rules and procedures are known and 
reflect widely accepted practices in the field of Human Resources yes X  

no          
 
 
 
no          

no          

no          

Page#4-27(VI)  
 
 
 
Page #4-27(VI)  

Page # 8 (V)   

Page # EH   

County Comments: 
 

 All page # responses reference the Rowan County Personnel Policies and Procedures. 
 

 Compensation (a) (3) Rowan County Personnel Ordinance - Division 4 – Pay Plan Sec. 2-77 - Maintenance 
 

 Position Classification (13) SOP – Retention of Records 
 

 Compensation (b) (1) page 12 (VI) 4.01 Salary Ranges - Rowan County Personnel Policies and Procedures  
 

 Compensation (b) (1),(2) and (3) SOP – Market Adjustment 
 

 Compensation (c) (1) and (2) Section VI Wage and Salary Administration Rowan County Personnel Policies and Procedures 
 

 Compensation (c) (4) pages 6-7, Rowan County Government Employee Handbook 
 

 

Signatures below indicate that County management has reviewed and certified that local policies 
and procedures remain in compliance with the administrative code requirements for substantially 
equivalent systems, 25 NCAC 01I .2401 - .2410. In addition, the Board of County Commissioners is 
aware and supports the County petition to remain substantially equivalent. 

 

County 
Manager:    

Signature Date 
 
 

County 
HR Director:    

Signature Date 
 
 

County Commissioner 
Board Chair: 

 
  

Signature Date  
dad 2018 



NC Office of State Human Resources 
Substantial Equivalency Monitoring Form 

 
For Compliance with 25 NCAC 01I .2404 

SYSTEM PORTION IV: EMPLOYEE RELATIONS 
 

 

 
 
 

(1) Employees shall not be disciplined or dismissed, except for just cause. yes X  no Page# 32-43(III) 
 
 

(2) A provision that allows for action, including dismissal, based on unsatisfactory job performance or unacceptable 
personal conduct. yes  X  no Page# 32-43(III) 

 
 

(3) A provision that the policy shall be available to all covered employees yes  X  no Page# 32-43(III) 
 
 

(4) A provision that the county shall train all supervisors and managers in the appropriate use of the ER policy. 
yes  X  no Page# 14 (V)  

 

 
 
 

(1) A provision that extends coverage to all employees subject to NCGS Chapter 126, the State Human Resources Act. 
yes X  no Page# ORD  

 

(2) A provision that all employees who have achieved career status shall have access to the grievance procedure on        
least these issues: 

 
(a) Just cause to impose disciplinary demotion in pay or position, disciplinary suspension without pay or dismissal. 

 
(b) Allegations of discrimination based on race, sex (including allegations of sexual harassment), religion, age, 

national origin, handicapping condition, genetic information, or color in hiring, promotion, any disciplinary 
action, compensation, transfer or training. yes X  no Page# 43,45 (III) 

 
 

(3) A provision for a hearing before an impartial hearing officer or a hearing panel appointed by the County Manager and 
 the Human Resources Director. yes X  no Page# 48 (III)  

 
 

(4) A provision for a public hearing with the ability of each party to be represented by an attorney. The hearing shall be 
recorded so that a record may be prepared and forwarded to Superior Court. yes X  no Page#50-51(III) 

 
 

(5) A provision that the hearing officer or panel shall make a recommendation to the local appointing authority. The local 
appointing authority shall make a final, binding decision in the grievance. yes X  no Page# 48 (III)  

General Requirements for Employee Relations (ER) grievance/appeal procedures: 

General Requirements for Employee Relations (ER) Policies: 



(6) A provision that the final decision shall state in writing that if the employee/grievant disagrees with the decision of the 
local appointing authority, appeal from that decision may be made to the Superior Court of the County. 

yes X  no Page# 50 (III)  
 
 

(7) Specific time limits on management responses and decisions and a provision that if management fails to comply with 
the time limits of the procedure, that the employee may unilaterally choose to advance to the next step in the 
procedure. yes X  no_ Page#45-47(III) 

 

County Comments: 
 Page #’s reference Rowan County Policies and Procedures 

 

General Requirements for Employee Relations (ER) grievance/appeal procedures: (1) Page 5 Sec. 2-28-State personnel commission Rowan County 
Personnel Ordinance  

 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 
 
 

Signatures below indicate that County management has reviewed and certified that local policies and 
procedures remain in compliance with the administrative code requirements for substantially 
equivalent systems, 25 NCAC 01I .2401 - .2410. In addition, the Board of County Commissioners is 
aware and supports the County petition to remain substantially equivalent. 

 
 

County 
Manager:    

Signature Date 
 
 
 
 

County 
HR Director:    

Signature Date 
 
 
 

County Commissioner 
Board Chair: 

 
  

Signature Date 
 
 
 
 
 
 

dad 2018 
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DIVISION 1.  GENERALLY  

    2-26  DEFINITIONS 

2-27  PURPOSE  
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2-29  COVERAGE OF EMPLOYEES   
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ARTICLE II. - PERSONNEL[2]  

Footnotes:  

--- (2) ---  

State Law reference— State personnel system, G.S. 126-1 et seq.; county personnel, G.S. 153A-92 et 
seq.; personnel rules, G.S. 153A-94; administration of counties generally, G.S. 153A-76 et seq.; equal 
opportunity for employment and compensation, G.S. 126-16; Equal Employment Practices Act, G.S. 143-
422.1 et seq.; personnel system for county employees authorized, G.S. 126-11.  

 

DIVISION 1. - GENERALLY  

 

Sec. 2-26. - Definitions.  

The following words, terms and phrases, when used in this article, shall have the meanings ascribed 
to them in this section, except where the context clearly indicates a different meaning:  

Adverse action means a demotion, suspension, dismissal, reduction in pay, transfer or lay-off.  

Appointing authority means any position with the legislated or delegated authority to make hiring 
decisions, the county manager, sheriff, register of deeds.  

Completed month means any month in which an employee works at least one-half the workdays.  

Completed year means a period of twelve (12) calendar months in which the employee is in active 
pay status or is receiving worker's compensation payments while on leave without pay.  

Full-time means a person employed on a continuous year-round basis for a period of time which 
exceeds more than six (6) months and who is regularly scheduled to work (including vacation and 
holidays) an average of at least forty (40) hours per week. An employee in this classification is entitled to 
employee benefits.  

Grievance means a claim or complaint based upon an event or condition which affects the 
circumstances under which an employee works, allegedly caused by misinterpretation, unfair application 
or lack of established policy pertaining to employment conditions.  

Part-time means an appointment of less than full-time to a part time budgeted position on a 
continuing basis. A part-time employee who works one thousand (1,000) hours or more over twenty-six 
(26) pay periods will be eligible for employee benefits available to full time employees. Vacation and sick 
benefits reflect the ratio of the number of hours worked to the standard forty-hour work week. During the 
budget process, the department director will identify the percent of time that a part time employee is to be 
employed.  

Probationary employee means a person appointed to a position who has not yet completed the 
probationary period.  

Temporary means an employee employed for a specific period of time which will not exceed six (6) 
months or twelve (12) pay periods for a fiscal year. Employees in this capacity are normally identified as 
"seasonal" personnel. Benefits for employees who are temporary will only include social security, workers' 
compensation, and unemployment compensation. For an employee's work time to exceed more than six 
(6) months or twelve (12) pay periods over a twelve-month period of time in a temporary capacity without 
accruing full benefits would constitute a discriminatory practice. Therefore, positions for temporary 
employees will be limited to six (6) months for the fiscal year, and the department director is responsible 
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for the status of these employees. It should be recognized that the twelve (12) pay periods do not have to 
be consecutive.  

(Ord. of 8-3-87, § 1.1.5; Amend. of 2-1-10)  

Sec. 2-27. - Purpose.  

It is in the best interest of the county to establish a centralized personnel system under the county 
manager by which matters relating to personnel shall be administered. It is the intent of the board of 
commissioners to establish an equitable and uniform system of personnel administration, to place 
employment on a merit basis to the end that the best qualified persons available shall constitute the 
county service.  

(Ord. of 8-3-87, § 1.1.1)  

Sec. 2-28. - State personnel commission.  

It should be recognized that no county policy or procedure shall supersede the rules and regulations 
adopted by the state personnel commission or other body established by the laws of the state, when such 
laws involve such body in formulating rules and regulations for any portion of county employees and in 
event of a conflict between same, the rules and regulations adopted by such body shall control over 
county policy.  

(Ord. of 8-3-87, § 1.1.2)  

Sec. 2-29. - Coverage of employees.  

(a) The provisions of this article shall apply to county employees not herein exempt.  

(b) The provisions of this article shall not apply to the county manager and elected officials.  

(c) Except as to division 5, section 2-99, and division 8, the provisions of this article shall not apply to 
the tax administrator, who supervises tax collection and assessments of the value of property in 
Rowan County, employees of the sheriff's office, election's director and employees of the register of 
deeds.  

(d) Employees of the state agriculture extension services are exempt from all provisions of this article 
except division 6, section 2-116, and division 7, section 2-131.  

(Ord. of 8-3-87, § 1.1.4; Amend. of 2-1-10)  

Sec. 2-30. - Employment of minors; work permits.  

No one under the age of sixteen (16) will be employed by the county in any capacity. Applicants at 
least sixteen (16), but less than eighteen (18) years of age, may be employed within the limits of state 
and federal laws, as to the hours and areas. Persons employed under federal grants are excluded from 
the age restriction of sixteen (16) and may be employed as young as fourteen (14) years of age.  

(Ord. of 8-3-87, § 1.1.6; Amend. of 2-1-10)  

Sec. 2-31. - Minimum standards necessary for job performance.  
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The county manager, with the advice and recommendations of the human resourses director, shall 
establish reasonable minimum standards to character, ability to meet the public (where applicable), 
knowledge, skills, abilities, physical requirements, and background history for satisfactory job 
performance.  

(Ord. of 8-3-87, § 1.1.7; Amend. of 2-1-10)  

Sec. 2-32. - Examination of applicants for positions.  

Applicants for positions with the county may be required to pass appropriate nondiscriminatory 
competitive written, oral, physical and drug tests to determine whether they meet established minimum 
standards. These examinations shall be prepared and given under the direction of the human resources 
director.  

(Ord. of 8-3-87, § 1.1.8; Amend. of 2-1-10)  

Sec. 2-33. - Jury duty.  

The county recognizes that every employee has an obligation to perform the functions of citizenship, 
such as voting, military service, jury service, etc. The county manager will not, therefore, seek to have 
employees excused from jury duty unless their job duties cannot be temporarily delegated to someone 
else and their absences would adversely affect the services rendered. The decision to ask that the 
employee be excused from jury duty for working related reasons will be based on a written request from 
the department director and will be approved by the county manager. Requests for excuses will then be 
forwarded to the appropriate court for its approval.  

(Ord. of 8-3-87, § 1.1.9; Amend. of 2-1-10)  

Sec. 2-34. - Release of information on employee files.  

It is the policy of the county not to release any personal and/or confidential information without prior 
written consent from the employee unless otherwise directed by law.  

(Ord. of 8-3-87, § 1.1.10)  

Sec. 2-35. - Employees prohibited from service on boards, committees, etc.  

(a) County employees are hereby prohibited from serving on any board, committee, council or 
commission where appointments are made by the board of commissioners or where funding is 
provided by the county, including special study committees appointed for the purpose of 
recommending funding or policy. Employees currently serving on boards, committees or 
commissions shall be allowed to complete their appointed term, however, they shall not be 
reappointed.  

(b) This policy does not prohibit county employees from serving either in an ex-officio capacity on any of 
the above boards, committees, councils or commissions, or when such service is deemed by the 
board of commissioners to be in the best interests of the county.  

(Ord. of 8-3-87, § 1.1.11)  

Sec. 2-36. - Employment eligibility verification.  
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The human resources director will be responsible for insuring that the county employs only United 
States citizens 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)  

Secs. 2-37—2-45. - Reserved.  

DIVISION 2. - PERSONNEL COMMISSION  

 

Sec. 2-46. - Appointment.  

The board of commissioners will appoint a personnel commission to consist of four (4) members. 
The appointments will be for a period of four (4) years. The membership may not include incumbent 
county commissioners, the county attorney, the county manager, or their family members or relatives. A 
quorum of three (3) must be present to conduct a meeting.  

(Ord. of 8-3-87, § 1.9.1; Ord. of 5-17-93(1))  

Sec. 2-47. - Organization.  

The personnel commission, at the first meeting of each year, may elect one (1) of its members as 
chairman, who shall preside at meetings. Meetings shall be held as necessary. The human resources 
director shall provide clerical support to the commission to perform such duties as the commission may 
direct.  

(Ord. of 8-3-87, § 1.9.1; Ord. of 5-17-93(1); Amend. of 2-1-10)  

Sec. 2-48. - Powers, duties.  

The personnel commission shall:  

(1) Advise the county manager on county personnel appeals, grievances and adverse actions.  

(2) Conduct public hearings upon the request of the human resources director or of discharged, 
suspended or demoted county employees. The commission shall have powers necessary to 
complete investigation of the action taken, including the power to subpoena principals or other 
parties. The commission shall inform the county manager and the human resources director in 
writing of its findings and recommendations.  

(3) Keep an adequate written record of its proceedings, findings and recommendations.  

(4) The personnel commission's decisions in discrimination cases will be binding. All other 
decisions reached by the commission will be submitted to the county manager for his approval 
or disapproval.  

(5) The county manager will notify the personnel commission of his final decision within fifteen (15) 
working days from the date he receives their findings. The personnel commission will advise all 
parties involved of the final decision in writing. If the county manager does not adopt the 
decision of the commission, the employee may appeal the decision to the superior court.  

(6) Witnesses not employed by the county may receive a fee of fifteen dollars ($15.00).  
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(Ord. of 8-3-87, § 1.9.1; Ord. of 5-17-93(1); Amend. of 2-1-10)  

Sec. 2-49. - Grievance and adverse action appeal procedure.  

The personnel commission shall have the power and authority:  

(1) To provide employees a procedure by when their complaints can be considered rapidly, fairly 
and without reprisal.  

(2) To allow employees an opportunity to appeal adverse actions to higher authorities to insure that 
such actions are made responsibly.  

(Ord. of 8-3-87, § 1.9.2; Ord. of 5-17-93(1))  

Secs. 2-50—2-60. - Reserved.  

DIVISION 3. - POSITION CLASSIFICATION PLAN  

 

Sec. 2-61. - Required.  

The county will maintain a current position classification plan.  

(Ord. of 8-3-87, § 1.2.1)  

State Law reference— Authority of county to adopt position classification plans, G.S. 153A-

92(a).  

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 be limited to one thousand (1,000) hours per calendar year and an average of 
less than thirty (30) hours a 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))  

Sec. 2-63. - Administration, maintenance; reallocation of positions.  

The human resources director, with the approval of the county manager, shall be responsible for the 
administration and maintenance of the position classification plan adopted by this division. The 
department director shall be responsible for bringing to the attention of the human resources director any 
material change in the nature of duties, responsibilities, working conditions and other factors affecting the 
classification of any position. Reclassifications of positions require the approval of the personnel board.  



 

 

  Page 9 

(Ord. of 8-3-87, § 1.2.3; Amend. of 2-1-10)  

Sec. 2-64. - Classification of new positions.  

The human resources director, with the approval of the county manager, shall be responsible for 
studying and making recommendations for the allocation of new positions to the existing classes or to 
new classes of positions in the county's service. The county manager shall make recommendations 
concerning the allocation of new positions to the board of commissioners for its approval.  

(Ord. of 8-3-87, § 1.2.4; Amend. of 2-1-10)  

Sec. 2-65. - Departmental reorganization.  

The county manager may authorize the reorganization of any department even if such reorganization 
results in the elimination of occupied or unoccupied positions and even if such reorganization results in a 
change in the job category or skill level for one (1) or more employees. The county manager must inform 
the board of commissioners thirty (30) days prior to any reorganization which may affect a reduction in 
force. No department director may reorganize his department without prior written approval from the 
county manager. The administrative procedure for reduction in force shall apply to any reorganization that 
results in the elimination of any occupied position and the concomitant termination of any employee; but 
such procedures shall not apply to any employee who is offered employment by another employer with 
whom the county has contracted to provide the same or similar services performed by the employee 
whose position is eliminated. Any reorganization that changes the duties of any employee so as to affect 
that employee's current job category or current skill level shall have the following result with respect to 
salary:  

(1) For those whose employment may be downgraded as a result of reclassification, the 
incumbent's current salary will be maintained, but the individual will lose the salary potential of 
the previously assigned job category, or skill level.  

(2) For those whose employment may be upgraded as a result of reclassification, the incumbent 
will receive a salary increase in accordance with the then existing administrative procedures.  

(Ord. of 8-3-87, § 1.2.5)  

Secs. 2-66—2-75. - Reserved.  

DIVISION 4. - PAY PLAN  

 

Sec. 2-76. - Required.  

The board of commissioners has the responsibility and authority to establish and maintain approved 
pay plans.  

(Ord. of 8-3-87, § 1.3.1)  

Sec. 2-77. - Maintenance.  

The county manager shall be responsible for the administration and maintenance of the pay plan. 
The pay plan is intended to provide equitable compensation for positions when considered in relation to 
each other, to general rates of pay for similar employment in the private sector and in other public 
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jurisdictions in the area, to changes in the cost of living, to financial conditions of the county and other 
factors. To this end, the county manager shall from time to time make comparative studies of factors 
affecting the level of salary ranges and shall recommend to the board such changes in salary ranges as 
appear to be warranted.  

(Ord. of 8-3-87, § 1.3.2)  

Sec. 2-78. - Use of salary ranges.  

Salary ranges are intended to furnish administrative flexibility in recognizing individual performance 
among employees holding positions in the same class by rewarding employees for meritorious service. 
The following general provisions will govern the granting of within-the-range pay increments:  

(1) The minimum rate established for the class is the normal hiring rate, except in those cases 
where unusual circumstances appear to warrant appointment at a higher rate. Appointment 
above the minimum may be made on the recommendation of the department director with the 
approval of the human resources director and county manager. When deemed necessary in the 
best interest of the county, the human resources director and the county manager may approve 
a recommendation up to the midpoint of the range. Above-the-minimum appointments will be 
based on such factors as the qualifications of the applicant being higher than the desirable 
education and training for the class, a shortage of qualified applicants available at the minimum, 
and the refusal of qualified applicants to accept employment at the minimum. With the 
recommendation of the human resources director, the county manager in conjunction with the 
personnel board may review and approve an appointment to a position above the midpoint of 
the range. In all cases, the department director must justify their request in writing before 
approval and commitments to employment can be made.  

(2) Salary ranges are used to reward employees for meritorious service. Each year, the county 
manager may require department directors to consider the eligibility of employees to receive 
increments and to recommend such advancement or retention at the same rate. Advancements 
and retentions must be approved by the county manager.  

(Ord. of 8-3-87, § 1.3.3; Ord. of 6-2-03; Amend. of 2-1-10; Amend. of 05-16-2016(1))  

Sec. 2-79. - Payment at a listed rate.  

Employees covered by the salary plan shall be paid at a listed rate within the salary ranges 
established for their respective job classes except for employees in a trainee status, or employees whose 
present salaries are above the established maximum rate following transition to a new pay plan.  

(Ord. of 8-3-87, § 1.3.4)  

Sec. 2-80. - Salary of trainee.  

An applicant hired or an employee promoted to a position in a higher class, who does not meet all of 
the established requirements of the position, may be appointed at a rate in the pay plan below the 
minimum established for the position. An employee will remain on the trainee grade until the department 
director certifies that the trainee is qualified to assume the full responsibilities of the position and the 
human resources director approves the certification. The department director shall review the progress of 
each employee in a trainee status every six (6) months or more frequently as necessary to determine 
when the trainee is qualified to assume the full responsibilities of the position.  

(Ord. of 8-3-87, § 1.3.5; Amend. of 2-1-10; Amend. of 05-16-2016(1))  
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Sec. 2-81. - Pay rates in promotion, demotion, transfer and reclassification.  

When an employee is promoted, demoted, transferred or reclassified, the rate of pay for the new 
position will be established in accordance with the following criteria:  

(1) An employee who is promoted shall receive a minimum of a five (5) percent pay increase and 
placed in the new pay range not to exceed the maximum. The increase will be dependent upon 
the pay range, length of service, qualifications of the person being promoted and market 
conditions.  

(2) An employee who is demoted to a position for which he is qualified shall receive a minimum of a 
five (5) percent decrease in pay. Determination of the amount of the decrease in pay will be 
dependent upon the differences in responsibilities and the lower grade level.  

(3) An employee transferring from a position in one (1) class to a position in another class assigned 
the same pay range shall continue to be paid at the same pay rate.  

(4) An employee whose position is reclassified to a class having a higher salary range shall receive 
a minimum pay increase of five (5) percent and placed in the new pay range. Determination of 
the amount of the increase will be dependent upon the differences in responsibilities and the 
higher grade level. If the employee's position is reclassified to a lower pay range and the result 
is that the employee will receive a rate of pay above the maximum established for the new 
class, the employee will be ineligible for merit pay adjustments until such time that the employee 
either receives a promotion or benefits from a general class-wide pay increase thereby bringing 
the employee's rate of pay to or below the maximum rate established for the class.  

(Ord. of 8-3-87, § 1.3.6; Amend. of 2-1-10; Amend. of 05-16-2016(1))  

Sec. 2-82. - Pay rates in salary range revisions.  

(a) When the board of commissioners approve a change in salary range for a class of positions, 
employees whose positions are allocated to that class may have their salaries raised or left 
unchanged.  

(b) When a class of positions is assigned to a lower pay range, the salaries of employees in that class 
will remain unchanged. If this assignment to a lower pay range results in an employee being paid at 
a rate above the maximum established for the new class, that employee will be ineligible for merit 
pay adjustments until such time that the employee either receives a promotion or benefits from a 
general class-wide pay increase thereby bringing the employee's rate of pay to or below the 
maximum rate established for the class.  

(Ord. of 8-3-87, § 1.3.7; Amend. of 2-1-10; Amend. of 05-16-2016(1))  

Sec. 2-83. - Pay for part time work.  

The pay plan established by this policy is for full time service. An employee appointed for less than 
full time service will be paid a prorated amount determined by converting the established salary to an 
hourly rate.  

(Ord. of 8-3-87, § 1.3.8)  

Sec. 2-84. - Overtime.  

(a) Overtime work shall be that work performed by an employee which either exceeds the number of 
hours constituting the established workweek for the employee's position or which is accomplished on 
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an unscheduled workday. Overtime opportunities will be distributed as equally as practicable among 
employees in the same job class, department and shift.  

(b) Nonexempt employees required to work overtime shall be compensated by being paid one and one-
half (1½) times the regular rate of pay established for the job classification or time off.  

(c) Department directors shall request prior approval from the county manager before overtime is 
performed.  

(Ord. of 8-3-87, § 1.3.9; Amend. of 2-1-10)  

Sec. 2-85. - Reserved.  

Editor's note— Section 2-85 has been deleted at the direction of the county. The former § 2-85 

pertained to employees' longevity pay and derived from § 1.3.10 of an ordinance adopted Aug. 3, 

1987.  

Secs. 2-86—2-95. - Reserved.  

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 applicants' qualifications and without regard to age, sex, 
race, color, creed, religion, political affiliation, disability or national origin 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)  

State Law reference— North Carolina Persons with Disabilities Protection Act, G.S. 168A-1 et 

seq.  

Sec. 2-97. - Recruitment sources.  

The human resources director 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 geographic area as wide as is necessary to insure that well qualified applicants 
are obtained for county service.  

(Ord. of 8-3-87, § 1.4.2; Amend. of 2-1-10)  

Sec. 2-98. - Job advertisements.  

Employment advertisements shall contain assurances of equal employment opportunity and shall 
comply with federal and state statutes regarding discrimination in employment matters.  

(Ord. of 8-3-87, § 1.4.3)  
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Sec. 2-99. - Appointments generally.  

The county manager shall appoint subordinate officers, agents, and employees for the general 
administration of county affairs, the positions having been established by the board of commissioners, 
except such officers as are required to be elected by popular vote or whose appointment is otherwise 
provided for by the law or actions taken by the board of commissioners.  

(Ord. of 8-3-87, § 1.4.4)  

State Law reference— Similar provisions, G.S. 153A-82(1).  

Sec. 2-100. - Report of appointments.  

The county manager shall report appointments to positions with the county government monthly at a 
meeting of the board of commissioners.  

(Ord. of 8-3-87, § 1.4.5)  

State Law reference— Authority of board of commissioners to require report of appointments, 

G.S. 153A-82(1).  

Sec. 2-101. - Probationary period of employment.  

(a) An employee appointed to a position shall serve a probationary period of six (6) months. An 
employee may be dismissed during the probationary period at any time the department director feels 
the employee is not satisfactorily performing the assigned duties. A probationary employee 
dismissed may not appeal such action. An employee serving a probationary period shall receive all 
benefits provided in accordance with this policy.  

(b) At the end of the period of probation, the department director will recommend to the human 
resources director whether the employee will be retained or dismissed. If retained, the employee 
shall be considered a regular status employee. Any employee who has successfully completed a 
probationary period and is classified as a regular employee shall not serve another probationary 
period.  

(c) No employee shall remain on probation for more than nine (9) months.  

(Ord. of 8-3-87, § 1.4.6; Amend. of 2-1-10; Amend. of 05-16-2016(1))  

Sec. 2-102. - Promotion.  

(a) Recognizing the need of employees to fulfill their potential and what this means in terms of maximum 
efficiency, the county utilizes a "promote from within" policy whenever possible. When job vacancies 
occur, an effort will be made to promote from within the county if qualified employees are available. 
Employees may inquire about job vacancies through human resources at any time, or they may 
review vacancies that are posted on the bulletin boards. The responsibility for applying for a vacancy 
which may constitute a promotion lies with the employee, and the department director is obligated to 
consider all qualified candidates who are referred by human resources.  

(b) An employee applying for a promotion to another job will be given equal consideration with other 
applicants, and if that person has superior or equal qualifications, he will be granted the promotion, 
contingent upon acceptable work performance. A promotion may be defined in the job classification 
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system as moving from one (1) position in a particular job class to a position in another job class 
having a higher rate of pay.  

(c) There will be no lateral transfers from department to department unless they are in the best interest 
of the county. Lateral transfers can be defined within the job classification system as those positions 
that are in the same job category and skill level (same minimum and maximum salary).  

(Ord. of 8-3-87, § 1.4.7; Amend. of 2-1-10)  

Sec. 2-103. - Demotion.  

Those job changes that constitute a demotion (moving from one (1) position in a particular job 
classification to a position in another job classification having a lower rate of pay) will not be permitted 
unless there is documentation which indicates that a person could perform better in one (1) job as 
opposed to another except in the instances of reduction in force (layoffs). In those instances of reduction 
in force, salary and classification reductions will be determined through administrative procedures that are 
recommended by the human resources director and approved by the county manager. Before a demotion 
will be permitted, the human resources director must approve the action to insure the intent of this policy.  

(Ord. of 8-3-87, § 1.4.8; Amend. of 2-1-10)  

Sec. 2-104. - Transfer.  

Any employee who has successfully completed a probationary period may be transferred to the 
same or similar class in a different department without serving another probationary period. An employee 
desiring to be transferred should make the request to the human resources director.  

(Ord. of 8-3-87, § 1.4.9; Amend. of 2-1-10)  

Secs. 2-105—2-115. - Reserved.  

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-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)  

Sec. 2-117. - Gifts and favors.  

Receiving or giving of gifts or favors is not in the best interest of the county. Therefore, no officials or 
employees of the county shall:  
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(1) Accept any gift, favor, or thing of value that may tend to influence them in the discharge of their 
duties; or  

(2) Grant, in the discharge of their duty, any improper favor, service or thing of value.  

(Ord. of 8-3-87, § 1.5.2)  

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.  

(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)  

Sec. 2-119. - Outside employment.  

Employment with county government will take precedence over other occupational interests of 
employees. Outside employment for salaries, wages or commission and self-employment must be 
approved by the employee's supervisor and the human resources director. The human resources director 
will review such employment for possible conflict of interest. The county manager will review and approve 
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requests from department directors for secondary employment. Conflicting outside employment will be 
grounds for disciplinary action up to and including dismissal.  

(Ord. of 8-3-87, § 1.5.4; Amend. of 2-1-10)  

Sec. 2-120. - Employment of relatives.  

Two (2) members of an immediate family shall not be employed full time or part time within the same 
department. The term "immediate family" shall be understood to refer to that degree of closeness or 
relationship which would suggest that problems might be created within the department or where there is 
the possibility of a conflict of interest. Immediate family shall be defined as wife, husband, mother, father, 
brother, sister, son, daughter, grandmother, grandfather, grandson, granddaughter, aunt, uncle, niece, 
and nephew as well as the various combinations of half, step, in-law, great, and adopted relationships.  

(Ord. of 8-3-87, § 1.5.5; Amend. of 2-1-10; Amend. of 6-6-16)  

Secs. 2-121—2-130. - Reserved.  

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) 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.  

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

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  Day Per Annum  Hours Per Hour Worked  

Less than 2 years  10  0.0385  

2 but less than 5 years  12  0.0462  

5 but less than 10 years  15  0.0577  

10 but less than 15 years  18  0.0692  

15 or more years  21  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  

10 but less than 15 years  26   7.97  

15 or more years  30   9.29  
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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)  

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 
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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 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)  

Sec. 2-134. - Leave of absence.  

As a regular procedure, leave may be granted for medical, family, and military reasons. In unusual 
circumstances, unpaid leave may be granted for compelling personal reasons or for educational 
purposes. Procedural matters concerning leave of absence are at the discretion of the county manager. 
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With the exception of military leave employees desiring to use leave without pay must exhaust their 
vacation and sick leave balance prior to being placed on a leave of absence status for an illness. 
Employees desiring to use leave of absence pay status for other than illnesses must exhaust their 
vacation leave balance, floating holidays and comp time balance prior to being placed on a leave of 
absence status. Exceptions to this policy must receive approval from the county manager.  

(Ord. of 8-3-87, § 1.6.4; Ord. of 6-2-03; Amend. of 2-1-10)  

Sec. 2-135. - Continuing education.  

(a) The board of commissioners encourage county personnel to avail themselves of training or 
education that would further their careers or prepare them better for their current or future jobs with 
the county or elsewhere.  

(b) Mandatory attendance of county personnel at required work-related educational or training programs 
outside normal working hours shall be constituted as involuntary enrollment on the part of the 
employee, and said employees shall receive compensation and shall thereby be required to affirm 
such in writing to the department director before time of enrollment.  

(Ord. of 8-3-87, § 1.6.5; Ord. of 6-2-03; Amend. of 2-1-10)  

Sec. 2-136. - Replacement during leave.  

When practical, as recommended by the department director and approved by the human resources 
director, employees on extended leave will be replaced by temporary persons or positions will be 
temporarily filled during the leave period. A position may be filled with a regular full-time employee where 
found necessary by the human resources director and approved by the county manager. Before positions 
are filled, the department director will notify the affected employees and give them two (2) weeks in which 
to return to their jobs.  

(Ord. of 8-3-87, § 1.6.6; Ord. of 6-2-03; Amend. of 2-1-10)  

Sec. 2-137. - Parental leave.  

During periods of pregnancy and child birth a person usually desires to be on leave before and after 
the period of actual disability. Leave without pay shall be granted for the actual period of disability not 
covered by sick or vacation leave. Additionally, leave without pay may be granted before and after the 
period of disability, normally, not to exceed a total of six (6) months. Such leave without pay must be 
requested in writing, recommended by the department director, and approved by the human resources 
director. Leave without pay for the parents of an adopted child would normally begin the first business day 
following the placement of the child.  

(Ord. of 8-3-87, § 1.6.7; Ord. of 6-2-03; Amend. of 2-1-10)  

Sec. 2-137.5. - Family and medical leave.  

An employee who has worked twelve (12) months for Rowan County and one thousand two hundred 
fifty (1,250) hours in the past year will be entitled to this leave benefit for the following reasons:  

(1) Birth or adoption of a child into the employee's home.  

(2) Serious health condition of the employee.  
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(3) Serious health condition of the employee's spouse, child, or parent for which the employee is 
needed for their care.  

The employee is entitled to twelve (12) weeks of job-protected leave while utilizing leave under the Family 
and Medical Leave Act. The employee's health benefits during the leave period (twelve (12) weeks) will 
be at the same level and conditions as if the employee was continuing to work. If the employee chooses 
not to return to work for reasons other than a continued serious health condition, the county may recover 
from the employee the premium paid for the employee's health coverage.  

Employees who are out of work under the provisions of the Family Medical Leave Act (FMLA), worker's 
compensation, or leave without pay for sick leave purposes are prohibited from engaging in any outside 
employment during the period of leave.  

(Ord. of 6-2-03; Amend. of 2-1-10)  

Sec. 2-137.6. - Service member family leave.  

Eligible employees are entitled to up to twelve (12) weeks of leave because of "any qualifying 
exigency" arising out of the spouse, son, daughter, or parent of the employee who is on active duty, or 
has been notified of an impending call to active duty in support of a contingency operation. In addition, an 
eligible employee who is the spouse, son, daughter, parent, or next of kin of a covered service member or 
veteran who is recovering from a serious illness or injury sustained in the line of duty or aggravated while 
on active duty in the Armed Forces is entitled to up to twenty-six (26) weeks of leave in a single twelve-
month period to care for the service member or veteran.  

(Amend. of 2-1-10)  

Sec. 2-138. - Military leave.  

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 
National Guard and Armed Forces Reserves. Full-time employees who are members of the National 
Guard or Armed Forces Reserves will be allowed eighty (80) hours (ten (10) days) military training leave 
per calendar year. If such military duty is required beyond this eighty (80) hours (ten (10) days) period, 
the employee shall be eligible to take accumulated vacation leave or be placed in a leave without pay 
status. While taking military leave without pay, the employee's leave credits and other benefits, shall 
continue to accrue as if the employee physically remained with the county during this period. Employees 
may continue health insurance for their family by paying the current employee premium for such 
coverage. When employees are activated in the event of a national emergency, they may request the 
utilization of their accrued vacation and sick leave credits. The intent of this policy is to ensure that the 
employee's family is compensated as close as possible, to their standard of living. Each case will be 
reviewed by the human resources director.  

(Ord. of 8-3-87, § 1.6.8; Ord. of 6-2-03; Amend. of 2-1-10)  

Secs. 2-139—2-150. - Reserved.  

DIVISION 8. - DISMISSAL, SUSPENSION AND DEMOTION  

 

Sec. 2-151. - Generally.  
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(a) At the request of the department director an employee may be suspended, demoted or dismissed 
because of failure in performance of duties or failure in personal conduct. The employee has the 
right of appeal to the human resources director. The appeal process will not exceed fifteen (15) 
calendar days before any of these actions become final. The suspended or dismissed person does 
not earn pay during the appeal process. The demoted employee earns pay at the rate that the 
demoted position entitles.  

(b) The county manager may remove such officers, agents, and employees as the manager may 
appoint.  

(Ord. of 8-3-87, § 1.7.1; Ord. of 6-2-03; Amend. of 2-1-10)  

State Law reference— Authority of county manager to suspend and remove officers and 

employees, G.S. 153A-82(1).  

Sec. 2-152. - Report of dismissals.  

Upon the dismissal or removal of any officer, employee or agent, the county manager shall report the 
same monthly at a meeting of the board of commissioners.  

(Ord. of 8-3-87, § 1.7.2)  

State Law reference— Authority of board of commissioners to require report of suspensions or 

removals, G.S. 153A-82(1).  

Sec. 2-153. - Procedure in case of unsatisfactory work.  

Regular employees whose work is not satisfactory over a period of time shall be notified in what way 
their work is deficient and what they must do if their work is to be satisfactory. If the employee continues 
to be negligent or fails to do work up to the standard of the classification held, the department director 
shall recommend to the human resources director that the employee be disciplined, demoted or 
dismissed.  

(Ord. of 8-3-87, § 1.7.3; Ord. of 6-2-03; Amend. of 2-1-10)  

Sec. 2-154. - Nondisciplinary suspension.  

Investigation status is used to temporarily remove an employee from work status. Placement on 
investigation with pay does not constitute a disciplinary action. An investigatory placement with pay may 
last no longer than thirty (30) calendar days without written notice of extensions by the human resources 
director. It is not permissible to use placement on investigation status for the purpose of delaying an 
administrative decision on an employee's work status pending the resolution of a civil or criminal court 
matter involving the employee. It is permissible to place an employee on an investigation status with pay 
under the following circumstances:  

(1) To investigate allegations of performance or conduct deficiency would constitute just cause for 
disciplinary action.  

(2) To provide time within which to schedule and conduct a pre-disciplinary conference.  

(3) To avoid disruption of the work place and/or to protect the safety of persons and property.  

(Ord. of 8-3-87, § 1.7.4; Ord. of 6-2-03)  
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Sec. 2-155. - Reduction in force and recall.  

(a) Separation of employees through reduction in force should not occur until management has 
exhausted every feasible alternative available to avoid it. Therefore, a reduction-in-force decision 
should be reached only after measures such as a hiring freeze on vacant positions, limits on 
purchasing and travel, retirement options, and job sharing and work schedule alternatives have 
proven insufficient.  

(b) A reduction in force necessarily compels a thorough evaluation of the accomplishments of specific 
programs, the need for particular positions, and the relative value of specific employees so that a 
department can provide the highest level of service possible with a reduced work force. The 
determination as to the retention or separation of a particular employee should include an evaluation 
of the relative skills, knowledge and productivity of the employee in the comparison to the services 
necessary to give the above factors more weight than other considerations, such as length of 
service.  

(c) The recall rights established by this policy shall not extend for more than six (6) months from date of 
reduction in force.  

(Ord. of 8-3-87, § 1.7.5; Ord. of 6-2-03; Amend. of 2-1-10)  

Sec. 2-156. - Right of appeal.  

Any regular employee suspended, demoted or dismissed may appeal within an established appeal 
process after notifying their department director of their desire to appeal their suspension, demotion or 
discharge. Every regular employee shall have the right to present the appeal free from interference, 
coercion, restraint, discrimination or reprisal. Therefore, the county has a right to expect loyalty in carrying 
out their job-related responsibilities.  

(Ord. of 8-3-87, § 1.7.6; Ord. of 6-2-03; Amend. of 2-1-10)  

Secs. 2-157—2-165. - Reserved.  

DIVISION 9. - REGULATION OF CONDUCT  

 

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 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 
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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.  

(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)  

Sec. 2-167. - Sexual harassment.  

(a) The county is committed to maintaining a work environment that is free of discrimination and 
harassment. Personnel decisions shall not be made on the basis of a granting or denial of sexual 
favors.  

(b) Sexual harassment shall henceforth be deemed a form of sex discrimination prohibited by G.S. 126-
16.  

(Ord. of 8-3-87, § 1.8.2; Ord. of 6-2-03)  

Secs. 2-168—2-180. - Reserved.  

DIVISION 10. - EMPLOYEE BENEFITS  

 

Sec. 2-181. - Insurance benefits.  

(a) The county has provided group life and group health insurance coverage for employee participation.  



 

 

  Page 25 

(b) The county may provide other group insurance benefits for its employees upon authorization of the 
board of commissioners.  

(Ord. of 8-3-87, § 1.10.1; Amend. of 2-1-10)  

Sec. 2-182. - State retirement system.  

The county will participate in the North Carolina Local Governmental Employees' Retirement 
System.  

(Ord. of 8-3-87, § 1.10.2)  

State Law reference— North Carolina Local Governmental Employees'Retirement System, 

G.S. 128-21 et seq.  

Sec. 2-183. - Reserved.  

Editor's note— An ordinance adopted June 2, 2003 repealed § 2-183 which pertained to 

deferred compensation and derived from § 1.10.3 of an ordinance adopted Aug. 3, 1987.  

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 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. This plan will be 
contingent upon approval of the annual budget.  

(Ord. of 8-3-87, § 1.10.4)  

Sec. 2-185. - Workers' compensation.  

(a) As required by law, the county participates in a workers' compensation program. There is no cost to 
the employee.  

(b) In cases of certified, on-the-job injuries, the program pays hospital and doctor bills and a weekly 
cash benefit if the employee is disabled. To be certain that employees qualify for workers' 
compensation, they must report any on-the-job accident immediately to their supervisors or 
department directors.  

(Ord. of 8-3-87, § 1.10.5; Ord. of 6-2-03)  

Sec. 2-186. - Social security.  

In accordance with the Social Security Act, the county deducts the appropriate percentage on every 
dollar earned up to a maximum income designated by law. For every social security tax dollar that the 
government requires the county to take out of employees' pay, the county must also pay an equal 
amount.  

(Ord. of 8-3-87, § 1.10.6)  
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Sec. 2-187. - Personal liability coverage.  

(a) The county expects its employees and officers to perform their duties in an ordinary, reasonable and 
prudent manner, and within the scope and course of their employment.  

(b) The board of commissioners realizes allegations will be made at times that certain employees or 
officers have failed to perform their duties in such a manner. The county manager shall keep the 
board informed of such contentions.  

(c) After determining that an employee or officer has acted in accordance with county policy, the board 
shall take one (1) of the following actions:  

(1) Provide the employee or officer with legal counsel.  

(2) Compromise and pay any such claims.  

(d) Adoption of this policy shall not be deemed an assumption of liability for payment of claims or 
judgments in excess of any funds established and budgeted by the board of commissioners for 
payment of claims or judgments.  

(e) Adoption of this policy shall not be construed to waive the defense of governmental immunity or any 
other defense available to the county or any officer or employee.  

(Ord. of 8-3-87, § 1.10.7; Ord. of 6-2-03)  

Secs. 2-188—2-195. - Reserved.  

DIVISION 11. - PERSONNEL BOARD  

 

Sec. 2-196. - Creation; conception.  

(a) The board of county commissioners hereby establish a personnel board to be composed of two (2) 
commissioners as voting members and the county manager as a nonvoting member. The personnel 
board shall elect one (1) member to serve as chairperson each year.  

(b) Meetings of the board shall be held monthly or on an as-needed basis. Special meetings of the 
board may be called by any of the members or the human resources director. The human resources 
director (or his designee) shall be responsible for preparing and disseminating meeting notices and 
proposed agendas.  

(c) In the event the two (2) voting members cannot agree, that issue will be presented to the full board of 
commissioners for review.  

(Amend. of 1-4-07; Amend. of 2-1-10)  

Sec. 2-197. - Internal organization.  

The board shall adopt procedures for the conduct of its meetings. Meetings may be informal, subject 
to approval of the board.  

Sec. 2-198. - Meetings; minutes.  

The time and place of each meeting, names of those present, official acts of the board, shall be 
recorded in the minutes. The county manager (or his designee) shall have the minutes transcribed and 
presented for approval or amendment at the next regular meeting.  
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(Amend. of 2-1-10)  

Sec. 2-199. - Duties and functions.  

It shall be the duty of the personnel board to approve or disapprove the following personnel related 
activities:  

(1) Recommended reclassification of positions presented by the human resources director.  

(2) Exceptional salary adjustments for employees.  

(3) The hiring of new employees whose salary is above the midpoint of the pay range.  

(4) Review and consider personnel policies, regulations, and procedures.  

(5) Other issues which are presented to the board by the human resources director.  

(Amend. of 2-1-10; Amend. of 05-16-2016(1))  

Sec. 2-200. - Reserved.  
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1.0  GENERAL 
  

1.01  EMPLOYEE RELATIONS  
 

Management realizes that a high standard of services rendered to our citizens can be maintained 

only through the combined, cooperative efforts of County employees.  Recognizing that our 

employees are our most important assets, administration is always concerned with their welfare - 

including their compensation, employee benefits, and working conditions.  The County Manager 

and Department Directors are always willing to consider suggestions from employees as well as 

to hear their grievances.  Management believes in fair and equal treatment for all employees.  For 

these reasons, it is not necessary for the employee to resort to a third party to bring suggestions 

or complaints to our managers and supervisors. 

 

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, or because of political or religious opinion or affiliation 

is hereby prohibited, except where specific age, sex, or physical requirements constitute bona 

fide occupational qualification necessary for job performance. 

 

Any applicants or employees who believe that employment, promotion, training, or salary 

increases were denied them or that demotion, transfer, layoff, or termination was forced on them 

because of their race, color, age, sex, national origin, disability, genetic information, or political 

or religious opinion or affiliation, may appeal to the Human Resources Director and be heard by 

a review board which will be described within this manual.  In addition, employees are entitled 

under federal statutes to register their complaints with the Office of the Equal Employment 

Opportunity Commission. 

 

1.03  POLITICAL ACTIVITIES  
 

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 partisan or political 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; 
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    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 employee of the County from 

         another employee for political or partisan purposes; 

 

    6) Use supplies or equipment of the County for political purposes; and 

 

    7) Permit political advertising at any County facilities or on any County property including    

        political advertisements attached to County vehicles. 

 

b) Elected officers are exempt from this entire section; however, elected officers are not to use 

public funds, goods, supplies, or material for partisan political purposes.  Elected officials must 

return all County equipment that was used in their duties of their office at the completion of their 

term. 

 

1.04  EMPLOYMENT OF RELATIVES  
 

Two (2) members of an immediate family shall not be employed full time or part time within the 

same department.  The term “immediate family” shall be understood to refer to that degree of 

closeness or relationship which would suggest that problems might be created within the 

department or where there is the possibility of a conflict of interest.  Immediate family shall be 

defined as wife, husband, mother, father, brother, sister, son, daughter, grandmother, grandfather, 

grandson, granddaughter, aunt, uncle, niece, and nephew as well as the various combinations of 

half, step, in-law, great, and adopted relationships. 

 

(Revised 06/06/2016)  

 

1.05  SECONDARY EMPLOYMENT  
 

The employment responsibilities to the County are primary for an employee working full-time or 

part-time with benefits; other employment in which that employee chooses to engage is 

secondary. Outside employment for salaries, wages, commission, or self-employment must be 

approved by the employee's supervisor and the Human Resources Director.  The purpose of this 

approval procedure is to determine that the secondary employment does not have an adverse 

effect on primary employment with the County and does not create a conflict of interest.  The 

County Manager will review and approve requests for department directors for secondary 

employment.   

 



 

ROWAN COUNTY PERSONNEL POLICIES AND PROCEDURES                                              Page   5  (II)  

Secondary employment shall not be permitted when it would: 

 

1) Create either directly or indirectly a conflict of interest. 

 

2) Impair in any way the employee's ability to perform expected duties, to make decisions   

     and carry out in an objective fashion the responsibilities of the employee's position. 

 

The employee shall submit the form for "Approval for Secondary Employment" through the 

proper channels for approval.  Approval must be given before beginning secondary employment.  

If approved, there shall be a periodic review during the time of secondary employment for any 

adverse effects.  Approval of secondary employment may be withdrawn at any time.   

 

Employee requests for approval of secondary employment, accompanied by required supporting 

information, shall be treated confidentially for all purposes other than review and action by 

appropriate officials; secondary employment is a private matter of the individual employee in all 

other respects. 

 

Employees who are out of work under the provisions of the Family Medical Leave Act (FMLA), 

Worker’s Compensation or Leave Without Pay for sick leave purposes are prohibited from 

engaging in any outside employment during the period of leave.  Working on another job when 

the employee is out on leave will be grounds for disciplinary action up to and including 

dismissal.  
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2.0  EMPLOYEE CLASSIFICATION  
 

County personnel are classified into one of the following categories:  regular full-time, regular 

part-time benefited, part-time, temporary, and substitute. 

 

2.01  REGULAR FULL-TIME  
 

A regular full-time employee is a person employed on a continuous year-round basis and who is 

regularly scheduled to work (including vacation and holidays) a minimum of forty (40) hours per 

week. A full-time employee is required to successfully complete a six month probationary period 

to be classified as regular full-time status.  An employee in this classification is entitled to all 

employee benefits. 

 

2.02  REGULAR PART-TIME BENEFITED 
 

Part-time positions that are approved through the budget process that require twenty (20) hours 

or more a week on a continuous year-round basis are classified as regular part-time benefited.  A 

part-time benefited employee is required to successfully complete a six month probationary 

period to be classified as a regular status employee.  An employee in this classification is eligible 

for employee benefits on a pro-rata basis. 

 

2.03  PART-TIME  
 

A part-time employee is a person employed on a continuous year-round basis for less than 999 

hours in the fiscal 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 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.   
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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 year. 
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3.0  HIRING PROCEDURES  
 

The employment function is centrally administered by the Human Resources Director who has 

the responsibility for recruiting, screening, and referring job applicants to fill budgeted job 

vacancies including part-time and summer employment throughout the County.  The authority to 

recommend employment lies with the Department Director, as long as it complies with 

established policies and procedures; otherwise, the Human Resources Director may directly 

affect any decision, which is considered outside the scope or intent of policy.  Human Resources 

will strive constantly to seek qualified people to fill position vacancies.  

 

It is the responsibility of the Human Resources Director to control employment in conformity 

with the budget; i.e., the number of persons employed in a department may not exceed the 

number budgeted.  Exceptions to this rule must be specifically approved by the Board of County 

Commissioners; however, the County Manager may approve temporary positions provided funds 

are available within the existing authorized budget.  

 

Department Directors desiring to fill positions should indicate their need to Human Resources.  

To avoid delay in obtaining a replacement, the Department Director must notify Human 

Resources of any upcoming position vacancies.  The Human Resources Director may approve 

the employment of a replacement worker who will overlap the work of a terminating employee 

by more than one pay period.  

 

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, checking historical work record of the applicant, successful 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.  
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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. 

 

3.02  RECRUITING  
 

The Human Resources Office may use many sources to recruit qualified personnel to fill the 

various position vacancies.  Included among these sources are the Employment Security 

Commission, advertisement in newspapers and professional magazines, schools, colleges, 

business and trade schools, referrals from special interest groups, and walk-in applicants. 

 

County employees are particularly urged to refer persons qualified to fill County positions to the 

Human Resources Office.  Department Directors are also encouraged to use their special 

knowledge of the fields to aid in recruiting. 

 

3.03  PRIVATE EMPLOYMENT AGENCIES  
 

The County ordinarily will not use fee-charging employment agencies.  The County may use a 

fee-charging employment agency as an aid in recruiting applicants for hard-to-fill administrative, 

executive, or professional positions.  Any use of a fee-charging agency must be submitted to the 

Human Resources Director and approved by the County Manager. 

 

3.04  CORRESPONDENCE WITH APPLICANTS  
 

Inquiries for employment shall be forwarded to the Human Resources Office so that the 

application can be obtained, appointments can be arranged, and referrals can be made.  Positions 

requiring a confirmation of employment by mail shall be referred to Human Resources so that 

employment dates can be designated, and confirmed, and arrangements can be made for 

orientation. 

 

3.05  JOB VACANCY POSTING  
 

Job vacancies will be posted as needed.  In order to encourage promotion from within, vacancies 

determined by the Human Resources Director to be an opportunity for promotion from within 

will be posted separately in County departments.  If a suitable candidate cannot be chosen from 

within, the vacancy will then be placed in the Job Vacancy Announcement and made available to 

the public.  No positions will be filled that have not been properly posted.  

 

3.06  APPLICATION FOR EMPLOYMENT  
 

Applicants for positions with Rowan County must complete an application. Application forms 

for employment are to be completed and kept on file in the Human Resources Office.  

Completed applications for employment are personnel records and the disclosure of these records 

is prohibited.  All information maintained on the application for employment is confidential and 

not even their names are subject to disclosure. 
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Application forms must be filled out in ink and will remain active for a period of six (6) months.  

After six (6) months, a new application must be completed to be considered for any vacancies.   

 

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. 

 

3.08  DISQUALIFICATION OF APPLICANTS  
 

Human Resources is responsible for determining that each individual employed is qualified for 

that position and may disqualify a person seeking to apply for a position under any of the 

following conditions: 

 

a) They lack any of the requirements established for the job classification; 

 

b) They are disabled to the extent that they cannot perform the duties of their jobs with 

reasonable accommodation; 

 

c) They have been convicted of crimes of a nature which would raise serious public doubt as to 

their suitability to assume the responsibilities of the job; 

 

d) They have intentionally falsified their application, or, omission of material fact;  

 

e) They have previously been dismissed for cause, which has been validated; 

 

f) They have used or attempted to use political pressure or bribery to secure an advantage in 

appointments; 

 

g) They failed to meet the applicable licensor requirements; 

 

h) They are aliens who under federal statutes do no qualify for employment; 

 

i) They have failed to submit the employment application correctly or within the prescribed time 

limits; 

 

j) They submitted an incomplete or inappropriately completed application;  

 

k) They are minors under the age of 16. 

 

l) They fail a pre-employment drug test or physical exam.  
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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.  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. 

 

3.10  VETERAN'S PREFERENCE   
 

Employment preference shall be given to United States citizens, or their surviving spouses, who 

have honorably served in the Armed Service of the United Sates, including Army, Navy, Air 

Force, Marine Corps, Coast Guard, and Nurses Corps in time of war, including the Korean 

Conflict, and any time between January 31, 1955, and the end of hostilities in Vietnam, May 7, 

1975.  Veterans or their surviving spouses may be required to provide a valid copy of the 

Veteran's DD214 at the time of application. 

 

3.11  LIST OF ELIGIBLES  
 

A list of eligibles may be established for each job vacancy.  The list of eligibles will include a 

listing of active applicants who have applied for and meet the minimum qualifications for that 

job class.  THE LIST OF ELIGIBLES WILL NOT BE MADE PUBLIC. 

 

Applicants will be withdrawn from the list of eligibles after six (6) months from the date of their 

application if they have not notified the Human Resources Office to renew the active status of 

their application.  

                             

Applicants will be referred by the Human Resources Office to the hiring department after - (1) 

the position vacancy has been closed, and (2) applications have been evaluated and determined 

to meet the minimum qualifications. 

 

A list of eligibles for the job class will be referred to the hiring department.  Hiring authorities in 

the department are encouraged to select an applicant from this list.  However, if after 

consideration a selection cannot be made, the hiring authority may request that the job be re-

opened for recruitment and other qualified applicants referred. 

 

3.12  DEPARTMENTAL SELECTION PROCESS  
 

The Department Director is responsible for initiating the recruitment process by informing the 

Human Resources Office of each vacancy.  The Department Director is responsible for 

establishing a Personnel Selection Committee to interview applicants.  The composition of this 

committee will be determined by the Department Director and may vary in number and 

composition, depending upon numbers of applicants, job classification, and availability of staff 

participants.  Department Directors are encouraged, when possible, to include women and 
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minorities on the Selection Committee, and to limit the number to a maximum of four (4); 

however, the Selection Committee may consist of one individual, depending on the availability 

of supervisory staff and the staffing pattern for the department. 

 

A list of eligibles and corresponding applications will be referred by the Human Resources 

Office for each job vacancy.  Upon receipt and screening of applications by the hiring 

department, interviews will be scheduled.  The number of applicants to be interviewed will be 

determined by the Department Director.  Prior to the interview, a copy of the interview schedule 

and a copy of the applicant's credentials will be sent to each committee participant, if applicable. 

 

At the beginning of each interview, the committee chairperson introduces the applicant to other 

committee members, describes the program in which the vacancy exists and the responsibilities 

of the vacant position.  Following this introduction, each committee member will be provided an 

opportunity to ask pre-determined, job-related questions. These questions will be developed by 

the Department Director and must be directly related to the job to be performed.  The approved 

benchmark will serve as a guide for general questions and/or "case study" questions.  The 

Human Resources Director may be of assistance in the preparation of questions to assure 

compliance with established recruitment and selection practices.  After the interview has been 

completed, all applicant information is reviewed and an interview record form completed by 

each committee member. 

 

After selected applicants have been interviewed, the committee will select the best suited 

candidate(s) based on the committee participants' evaluation of each applicant interviewed.  The 

selection of applicants for appointments will be based upon a relative consideration of their 

qualifications for the position to be filled.  Advantage will be given to applicants determined to 

be best qualified and the Department Director will reasonably document hiring decisions to 

verify this advantage was granted and explain their basis for selection.  Applicants interviewed 

will be placed on the Master Ranking Sheet.  Specific reasons for "NO HIRE" must be 

documented and must be job related.  Upon conclusion of the ranking process and a hiring 

decision reached, applications, the Master Ranking Sheet, and other supporting documentation 

will be returned to the Human Resources Office for final disposition. 

 

All information on applicants is considered CONFIDENTIAL and subject to the provisions of 

the State Personnel Privacy Act. 

 

3.13  REFERENCE CHECKS  
 

Reference checks are used to verify information provided by the applicant on the application 

form or during the employment interview.  The hiring department is required to perform a 

reference check on the applicant it considers its top candidate. Prior to checking references, the 

applicant should sign a Release Form.  This form releases the County and the person giving the 

reference from the liability of legal action should a negative hiring decision result.  No reference 

check should be performed until the release form is signed.  Any reference checks or background 

investigation, whether by telephone or letter, should be recorded and should become a permanent 

part of the employee's record.  Reference and background information along with a release form 

should be forwarded to Human Resources. 
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3.14  CRIMINAL BACKGROUND INVESTIGATIONS  
 

Criminal background investigations will be conducted for the final candidate for employment.  

Departments must obtain written authorization from the candidate using the Authorization for 

Driving History and Criminal Record form.  Human Resources will perform the criminal 

background investigation upon receipt of the Authorization form.  The existence of a criminal 

history will not automatically exclude a candidate from consideration for employment.  

Excluding applicants from employment based upon certain criminal conduct may 

disproportionately impact some individuals of a protected class under Title VII of the Civil 

Rights Act if the exclusion due to the conviction is not job-related and consistent with business 

necessity.  Any inquiries shall be limited to convictions (not arrests) for which an exclusion 

would be job-related for the position sought and consistent with business necessity. 

 

Should a criminal record exist for a candidate, the County shall determine what offenses may 

signal unfitness for a particular job.  When making an employment decision based on criminal 

history, the following three (3) factors must be considered: 

 

1)  The nature or gravity of the offense or crime (e.g.  misdemeanor or felony, the harm caused 

by the crime, etc.); 

 

2)  The time elapsed since the offense, conviction, and/or completion of the sentence; and 

 

3)  The nature of the job sought (e.g.  circumstances under which the job is performed, the 

environment in which the job is performed, etc.). 

 

3.15  CONSUMER CREDIT REPORTS  
  

Consumer credit reports can be obtained as part of the selection process for some positions that 

require processing monies or financial accounts of the County.  Disclosure must be given to the 

applicant that a consumer credit report will be obtained and used in making the employment 

decision.  Written permission from the applicant should be obtained by the Consumer Credit 

Report Authorization form. 

 

If an adverse hiring decision is made based upon the credit report, the applicant must be provided 

with the name, number, and address of the consumer reporting agency that supplied the report.  

The applicant must be given notice of their right to dispute information contained in the report as 

well as the right to obtain a free copy of the report from the reporting agency within sixty days.  

The County will wait at least five business days after giving notification to the applicant of the 

adverse employment decision before proceeding to another applicant.  These guidelines are 

consistent with the Fair Credit Reporting Act. 
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3.16  COMMITMENT TO EMPLOYMENT  
 

Formal commitment to employment will be made in writing through the Human Resources 

Office upon proper notification from the Department Director. 

 

It is the responsibility of Human Resources to notify unsuccessful applicants that were 

interviewed but not chosen.  Once a decision has been made, the Department Director shall 

forward all application forms back to the Human Resources Office, indicating the appropriate 

course of action that should be taken.  To keep this process working in a timely manner, 

cooperation is required; otherwise a breakdown in proper communications will occur. 

 

3.17  LICENSING AND REGISTRATION  
 

There are job classifications that require licenses, registration and/or certification to be employed 

by the County of Rowan. A schedule of these classifications will be maintained by the Human 

Resources Office.  Inquiries as to what classifications require licenses, registrations, and/or 

certifications should be made to the Human Resources Office. 

 

Rowan County employs graduates who have become eligible for license or after they have 

successfully passed their boards or examinations.  Employees will begin their work at a rate of 

pay that is equal to the licensed or registered job classification. 

 

3.18  WORK AGAINST APPOINTMENT  
 

When qualified applicants are unavailable, and there is no trainee provision for the classification 

of the vacancy, an appointment may be made below the level of the regular classification in a 

work against situation.  A work against appointment is for the purpose of allowing the employee 

to gain the qualifications needed for the full class through on the job experience.  The 

appointment must meet the minimum education standard of the class to which initially 

appointed.  A work against appointment should not be made when applicants are available who 

meet the education and experience requirements for the full class.  The salary of an employee in 

a work against position should be no more than 15% below the grade and no less than 5% below 

the grade.  Employees in a work against position are not eligible for merit consideration. 

 

3.19  EMPLOYMENT OF MINORS AND WORK PERMITS  
 

No one under the age of sixteen (16) will be employed by the County in any capacity.  

Applicants at least sixteen, but less than eighteen, years of age may be employed within the 

limits of State and Federal laws as to the hours and areas worked.   

 

The North Carolina Department of Labor and the Federal child labor rules established by the Fair 

Labor Standards Act (FLSA) exempt federal government employees and employees of the State 

of North Carolina and any city, town, county, or municipality thereof from the youth 

employment provisions including the requirement to obtain a North Carolina work permit for 

youths under 18.  
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As an added precaution, the Department Director should be reminded that, by definition of law, a 

minor is not allowed to be subject to hazardous duty.  Hazardous duty is defined as dealing with 

dangerous power-driven machinery, including motor vehicles.  In addition, a minor cannot be 

hired to operate manual elevators or other power-driven hoisting machinery. 

 

3.20  EMPLOYMENT OF ALIENS  
 

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.  It is the 

responsibility of the Human Resources Office to verify this visa during preliminary interviews 

and during the New Employee Orientation.  A copy of the work visa will be maintained in the 

employee's file as a part of the permanent record.  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 is a violation of federal law and is subject to legal 

penalties. 

 

3.21  REINSTATEMENT RIGHTS  
 

Persons who have left County employment in good standing, for (3) years or less, or were 

separated under a reduction in force shall be eligible for reinstatement.  Although the employee 

is eligible for reinstatement to regular status, the Department Director may request 

reemployment with a probationary appointment.  The employee will meet the requirements of 

the probationary period the same as for original appointments. 

 

Before being reinstated, an individual must be certified by the Human Resources Office as 

meeting the current minimum qualifications for the job to which he or she is being appointed. 

 

When reinstated within three years from separation, the vacation-earning rate shall be the same 

as when the employee left employment, and unused sick leave shall be reinstated.  Health 

insurance coverage and 401K enrollment will be effective with the new hire date.  Employees 

reinstated on or after January 22, 2012 will pay a proportion of the health insurance cost for 

individual coverage as set by the Board of Commissioners. 

 

The Department Director may request the same salary that was paid at the time of separation or a 

lower salary within the salary range for the class recommended. 



 

ROWAN COUNTY PERSONNEL POLICIES AND PROCEDURES                                              Page   16  (II)  

 

A break in service occurs when an employee is in a non-pay status for more than thirty-one 

calendar days because of resignation, dismissal, retirement, or reduction in force.  Periods of 

leave without pay do not constitute a break in service. 

 

3.22  PROBATIONARY PERIODS  
 

Individuals receiving original appointments to full-time or part-time benefited positions must 

serve a probationary period.  This period is an essential extension of the selection process and 

provides the time for effective adjustment of new employees or termination of those whose 

performance will not meet acceptable standards.  Individuals who are Fully Reinstated as 

determined by the Department Director and Human Resources Director are not required to serve 

a probationary period.  Part-time employees without benefits and temporary/seasonal/substitute 

employees do not serve a probationary period. 

 

3.22.01  TIME LIMIT OF PROBATIONARY PERIOD  
 

The length of the probationary period is usually six (6) months.  However, the Department 

Director may request to extend the probationary period if the employee has potential to fulfill the 

job requirements.  No employee shall remain on probation for more than nine (9) months.  When 

the employee's performance meets the required standard of work after serving the probationary 

period, that person shall be given regular status.  An employee with a trainee appointment is not 

expected to reach a satisfactory performance standard for a regular job class until the employee 

has completed the training period.  Conditions of employment for trainees are defined prior to 

employment and dismissal can occur during this training time for any trainee who performs work 

in an unsatisfactory manner.  A written notice of at least fourteen (14) days is required prior to 

dismissal of a probationary employee or a trainee.  Two weeks of severance pay may be given in 

lieu of notice. 

 

Non-benefited employees who are hired or transferred into a full-time or part-time benefited 

position will be required to serve a probationary period of six (6) months.   

 

Once employees successfully complete their probationary periods, they cannot be required to 

serve another probationary period.   

  

3.22.02  DISMISSAL DURING PROBATION  
 

At any time during a probationary period an employee may be separated from service for causes 

related to performance of duties or for personal conduct that is normally considered detrimental 

to the County.  Service in a probationary period is “at will” and the employee can be dismissed 

with no right of appeal.  The usual disciplinary procedures do not apply.  The employee must be 

given notice of dismissal, including reasons thereof.  Two weeks of severance pay may be given 

in lieu of notice.  The reasons for dismissal shall be documented and filed with the Human 

Resources Office.   
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3.22.03  PERSONNEL CHANGES NOT SUBJECT TO A 

PROBATIONARY PERIOD  
 

A probationary period cannot be required for any of the following changes: 

 

       1.  Transfer of a regular employee 

 

       2.  Demotion of a regular employee 

 

       3.  Reinstatement after leave of absence  

 

 

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 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 better. 

 

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 

initiative or freedom of expression, but rather to assign responsibility, aid in communication, and 

increase efficiency. 
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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.  
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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. 
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4.0  ORIENTATION  
 

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 orientation 

classes, which 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. 

 

4.02  DEPARTMENTAL ORIENTATIONS  
 

Department Directors and supervisors are responsible for continuing the orientation of new 

employees, particularly with reference to departmental procedures and specific job assignments. 

 



 

 

 

 

 

SECTION VSECTION VSECTION VSECTION V    
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EEO-First Adopted by Commission on 02-06-76 
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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 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 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 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; 

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; 

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

employment in, its programs or activities. 
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1.01  RESPONSIBILITY FOR 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 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 objectives; 

3. Maintaining a diverse workforce for the department, division, work unit, or section; 

4. Assisting the EEO Office in periodic evaluations to determine the effectiveness of the 

EEO program;  

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. 
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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 may include, but is not 

limited to, the following specific actions: 

 

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 minority and women 

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. 
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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 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.  
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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, or any other discriminatory criteria. In order to 

assure that 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 sex or minority status. 
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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 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. 



 

 

ROWAN COUNTY PERSONNEL POLICIES AND PROCEDURES                                                Page 10  (V)  

6.0  EQUAL BENEFITS  
 

Human Resources will periodically review benefit programs provided for employees of Rowan 

County to assure that benefits are available to employees without discrimination on any 

prohibited grounds.  These reviews will include medical, accident, life insurance, retirement, 

401K, and other benefits provided by the County. 
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7.0  LEAVE POLICIES  
 

Leave policies will be formulated and administered without discrimination on the basis of sex or 

other prohibited grounds.  Pregnancy, miscarriage, childbirth and recovery there from will be 

considered by the County as temporary physical disabilities under the County's leave program.  

Leave granted for temporary physical disability would be granted without discrimination because 

of sex or other prohibited grounds.  Further, the County will not maintain or act upon any written 

or unwritten policy, which excludes applicants or employees from employment with the County 

because of pregnancy.  Moreover, employees who are pregnant will not be required to 

discontinue work except at such time as is specified by their personal physicians.  Extended 

leaves of absence without pay, including long-term military leave, and childbearing leave will be 

granted without discrimination because of sex or other prohibited grounds. 
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8.0  DISABILITY ACCOMMODATION  
 

Rowan County is committed to providing equal employment opportunities to individuals with 

disabilities or those regarded as having disabilities. Accordingly, the County does not 

discriminate against qualified individuals with disabilities in regard to application procedures, 

hiring, advancement, discharge, compensation, benefits, training, or other terms, conditions and 

privileges of employment.  Rowan County complies with all federal and state law concerning the 

employment of persons with disabilities and acts in accordance with regulations and guidance 

issued by the Equal Employment Opportunity Commission (EEOC).   

 

Rowan County will engage in the interactive process to find reasonable accommodation for 

qualified individuals with a disability to enable them to perform the essential functions of a job, 

unless doing so causes an undue hardship to the County, or a direct threat to the individuals or 

others in the workplace and the threat cannot be eliminated by reasonable accommodation. 

 

When an individual with a disability is requesting accommodation and can be reasonably 

accommodated without creating an undue hardship or causing a direct threat to workplace safety, 

he or she will be given the same consideration for employment as any other employee or 

applicant. 
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9.0  GENERAL POLICIES  
 

The Human Resources Director will review all general Human Resources policies for 

compliance with the intent of this plan.  Revisions will be proposed accordingly and may be 

reviewed by the Personnel Board for adoption.   
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10.0  DISSEMINATION OF EQUAL EMPLOYMENT 

OPPORTUNITY POLICY  
 

This Equal Employment Opportunity Policy is a public document.  Copies will be kept on file in 

the Human Resources Office and will be made available for review to any interested persons 

upon request.  The Human Resources Director is responsible for disseminating the EEO Policy. 

  

Human Resources Office employees having direct responsibilities in the selection process should 

be fully trained regarding the provisions of equal employment opportunity law, this policy, and 

implementation guidelines. 

 

The Department Directors and principal supervisory personnel will be provided with copies of 

this Policy and guidelines, and periodic training to fully acquaint them with equal employment 

opportunity law and applicable local policies, state, and federal regulations.  Training will be 

used in sensitizing managers and supervisors to the kinds of employment barriers and attitudinal 

stereotypes, which often hinder equal employment opportunity.  These individuals, in turn, will 

be held responsible for communicating the EEO Policy and implementation guidelines to 

employees in their respective departments. 

 

Employees may be informed of County policy through such means as: 

 

* County EEO policy statement and federal EEO posters placed on bulletin boards and in                

   employment offices; 

 

     * Policy inclusion in employee handbooks; 

 

     * Presentation and discussion of the policy as part of employee orientation and training  

        programs; 

 

* Copies of the policy statement and summary of key program elements provided to        

   employees. 
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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 

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, or veteran/military 

status or obligations that create 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. 
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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.  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. 
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12.0  IMPLEMENTATION  
 

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.  

 

Reports of progress of efforts to comply with policies such as EEO, FLSA, FMLA, and ADA 

provisions may be made to the County Manager. 
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1.0  POSITION MANAGEMENT  
 

It is the policy of Rowan County to deliver its programs of service and achieve its objectives 

through sound management practices.  A basic part of this practice is effective and economical 

position management.  

 

Position management involves the design and control of individual positions to achieve a proper 

balance of values among the following management considerations:   

 

• number of positions;  

• total cost of services;  

• maximum use of scarce or costly manpower skills;  

• maximum attrition, retention, and motivation of personnel;  

• provision for maximum development opportunities;  

• effective use of work processes, equipment, and techniques; and  

• clear delineation of duties and responsibilities.   

 

Good position management reflects the composite resolution of these often conflicting values.   

 

The administration has high regard for every job in the County.  Every job is important, 

regardless of the level of skills required.  The administration also encourages employees to 

realize the true value of their job, and to perform it to the best of their ability. 

 

1.01  POSITION CONTROL  
 

The Department of Human Resources has the responsibility of organizing and maintaining an 

effective system for position control.  It is the responsibility of Department Directors to review 

departmental structure and provide justification for manpower needs of the department in 

providing quality services to Rowan County citizens.  New regular benefited positions must be 

approved by the Board of Commissioners.  Human Resources shall be responsible for monitoring 

the number of approved benefitted positions through position control procedures.  As an 

alternative to benefitted positions, funding may be approved for a department by the Board of 

Commissioners to be utilized for the creation of part time non-benefited positions on an as 

needed basis in order to provide County services.   

 

At times, there may be a need for temporary positions based upon staff members being on leave, 

staff shortages, and workloads.  The County Manager may approve requests from Department 

Directors for the creation of temporary positions.  Consideration shall be based upon the current 

needs of the department and available funding in the department’s budget.  Human Resources 

shall monitor the allocation of the positions to ensure the temporary status of these positions.  

 

1.02  POSITION DESIGN  
 

Position design is the structuring of work assignments to achieve organizational goals with the 

best use of manpower most readily available and by avoiding unnecessary competition for 
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personnel in short supply.  Position design has as its goal the improved management of positions 

within the limitations of available resources.   

 

Position design is accomplished by systematically following several guides, which are keys to 

developing facts necessary to achieve position design and management:   

 

a)  Analyzing the mission and objective of the department. 

b)  Determining the tasks to be performed in accomplishing objectives. 

c)  Determining the most efficient methods, work processes, equipment, and techniques 

     for performing identified tasks. 

d)  Designing positions by grouping tasks together on the basis of the most effective use 

     of available manpower skills. 

e)  Continuously reviewing assignments and restructuring work of positions, including 

     vacancies, to maintain efficiency and economy on a current basis. 

 

1.03  POSITION ANALYSIS  
 

Position analysis will be used to determine and evaluate the different kinds and levels of work 

found in County Government and grouping positions with similar kinds of work on the basis of 

major factors such as qualification requirements, responsibilities, difficulty, and working 

conditions.  Position analysis involves the application of accepted techniques of position or job 

evaluation to produce a systematic classification plan that forms the basis for an equitable and 

logical pay plan, meaningful standards of recruitment and selection, identification of training 

needs, a framework for performance evaluation, and information to support management and 

planning, budgeting, and maintaining the organization.   

 

The Board of County Commissioners adopted a Factor Ranking/Benchmark method of 

evaluating and classifying jobs within the County.  The Factor Ranking/Benchmark method is a 

comprehensive system of job evaluation that provides accurate and consistent identification of 

skill levels and produces objective job evaluations that work toward internal equity among 

positions.  The system has been specifically developed to address the needs of the County and is 

sufficiently flexible to accommodate new occupations and major modifications in existing jobs.  

Fundamental to the successful implementation of an effective job evaluation system is the 

accurate documentation of present job duties and the accountability of each position in the 

County. 
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2.0  CLASSIFICATION PLAN  
 

The Human Resources Office, subject to the approval of the County Manager, establishes 

policies and rules governing a position classification plan which shall provide the classification 

and reclassification of positions.  The Human Resources Director is authorized to allocate and 

reallocate individual positions consistent with the established classification and pay plan.  

 

The classification plan for Rowan County consists of all classes established by Human 

Resources.  In grouping positions into classes, positions that have certain common characteristics 

are first grouped into occupational job categories.  Treatment of groups of jobs in this manner 

provides a more concise and accurate method of comparing the individual jobs.  Second, the 

duties and responsibilities are evaluated or weighed to determine their relative level.  This 

evaluation process involves the examination of the relative presence and degree of common 

factors such as difficulty of work, job requirements, responsibility, supervision, personal contact, 

and working conditions. 

 

The following job categories are applicable for the County: 

 

a) Officials and Administrators – Occupations in which employees set broad policies, 

exercise overall responsibility for execution of these policies, or direct individual 

departments or divisions of the agency’s operations, or provide specialized consultation.  

Includes department directors, division chiefs, deputy directors, sheriff, and kindred 

workers. 

b) Professionals – Occupations which require specialized and theoretical knowledge which 

is usually acquired through college training or through work experience and other 

training which provides comparable knowledge.  Includes human resources analysts, 

social workers, doctors, psychologists, registered nurses, lawyers, system analysts, 

accountants, engineers, employment and vocational rehabilitation counselors, teachers or 

instructors, police and fire captains and lieutenants, librarians, management analysts, and 

kindred workers. 

c) Technicians – Occupations which require a combination of basic scientific or technical 

knowledge and manual skill which can be obtained through specialized post secondary 

school education or through equivalent on-the-job training.  Includes computer 

programmers, drafters, surveyors, licensed practical nurses, photographers, highway 

technicians, human resources technicians, technicians (medial, dental, electronic, 

physical sciences), police and fire sergeants, and kindred workers. 

d) Protective Service Workers – Occupations in which workers are entrusted with public 

safety, security and protection from destructive forces.  Includes police patrol officers, 

firefighters, guards, deputy sheriffs, bailiffs, correctional officers, detectives, marshals, 

officers, and kindred workers. 

e) Paraprofessionals – Occupations in which workers perform some of the duties of a 

professional or technician in a supportive role, which usually requires less formal training 

and/or experience normally required for professional or technical status.  Such positions 

may fall within an identified pattern of staff development and promotion.  Includes 

research assistants, medical aides, child support workers, caseworkers, recreation 

assistants, home health aids, library assistants, paramedics, and kindred workers. 
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f) Administrative Support (including clerical) – Occupations in which workers are 

responsible for internal and external communications, recording and retrieval of data and 

information and other paperwork required in an office.  Includes bookkeepers, clerk-

typists, secretaries, dispatchers, payroll clerks, computer operators, telephone operators, 

legal assistants, cashiers, and kindred workers. 

g) Skilled Craft Workers – Occupations in which workers perform jobs which require 

special manual skill and a thorough and comprehensive knowledge of the processes 

involved in the work which is acquired through on-the-job training and experience or 

through apprenticeship or other formal training programs.  Includes mechanics and 

repairers, electricians, heavy equipment operators, stationary engineers, skilled 

machining occupations, carpenters, and kindred workers. 

h) Service Maintenance – Occupations in which workers perform duties which result in or 

contribute to the comfort, convenience, hygiene or safety of the general public or which 

contribute to the upkeep and care of the buildings, facilities or grounds of public 

property.  Workers in this group may operate machinery.  Includes truck drivers, bus 

drivers, garage laborers, custodial employees, gardeners and groundkeepers, park 

maintenance, and kindred workers. 

 

2.01  CLASSIFICATION STANDARD  
 

For each class established by the County Human Resources Office, a class standard is prepared.  

The standards will be written in the form of class specifications and benchmarks.   

 

2.02  CLASS SPECIFICATIONS  
 

To distinguish the classes a generalized description of the duties and responsibilities will be 

maintained.  Each class specification includes:  (1) Class Title, (2) Description of Work, (3) 

Examples of duties performed, (4) Recruitment standards, including (a) Knowledge, Skills and 

Abilities; (b) Minimum education and experience; and (c) Special requirements.  It is not 

intended to describe all the duties of each position in the class, but rather to give a composite 

view of the class.  

 

Class Title  - The class title is the official title, which will be used for payroll, position control, 

and other personnel and budget records.  

 

Description of Work  - This section describes by general statement and then by more detailed 

statements the type of work and responsibilities, which characterize the class.  A consideration of 

such factors as variety and difficulty of work, work hazards, relative independence of action, 

supervision received and exercised, and other distinguishing features. 

 

Examples of duties performed  - This section will describe the purpose of the position; and 

describe the duties assigned to positions in the class in terms of typical examples rather than an 

all-inclusive list of assignments. 

 

Recruitment standards –  
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a) Knowledge, skills, and abilities set forth the requirements of employees for successful 

work performance in positions allocated to the class.  These standards will be helpful in 

the recruitment, examination, and placement of applicants.   

b) Minimum education and experience - This section will reveal the knowledge, skills, 

and abilities section into qualifiable training and experience standards.  It is a statement 

of minimum qualification requirements which an applicant for a vacant position in the 

class should possess at the time of appointment.  

c) Special requirements - This section will list specific licenses or certifications which are 

required to perform a given job.  This section may also be used to specify conditions of 

physical endurance or emotional stability highlighted by demands of positions in a class, 

where such conditions are primarily selection factors. 

 

2.03  BENCHMARKS  
 

A benchmark is a description of a real position having duties and responsibilities typical of a 

group of jobs in an occupational category, described in terms of factors, which determine the 

level of the position.  Benchmarks include the following sections:  

 (1) Class title, (2) Major duties, and (3) Factor descriptions. 

 

Class title  - The class title is the official title to be used for payroll, position control, and other 

personnel and budget records. 

 

Major duties  - This section describes the major level determining duties of the position. 

 

Factor descriptions - This section describes the relative degree of major evaluation factors 

present in the position.  The factors described are those used to evaluate all positions in an 

occupational category and are measured to determine internal worth.  Factors which are 

generally common to all positions include: 

 

      1)  Job Requirements-Minimum level of knowledge, skills, and abilities required; 

            nature and extent of knowledge. 

      2)  Difficulty of Work-Scope and variety of tasks; types and frequency of problems.      

      3)  Accountability/Responsibility-Supervisory participation and control; impact or 

            scope of work.  

      4)  Interpersonal Relationships-Purpose and nature; scope of work and contact; level 

           of contact. 

      5)  Environment-Working conditions, physical demands, and hazards of the job. 

 

2.04  MINIMUM EDUCATION AND EXPERIENCE  
 

It shall be the policy of the County to establish job-related minimum qualification standards 

wherever they are practical for each class of work in the position classification plan.  The 

standards will be based on the required skills, knowledge, and abilities common to each 

classification.  The qualification standards and job-related skills, knowledge, and abilities shall 

serve as guides for the selection and placement of individuals. 
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The education and experience statements serve as indicators of the possession of identified skills, 

knowledge, and abilities and as guides to primary sources of recruitment; reasonable substitution 

of formal education and job-related experience, one for the other, will be made.  Qualifications 

necessary to perform successfully may be attained in a variety of combinations. 

 

Rowan County has been granted Substantial Equivalency with the North Carolina Office of 

Human Resources in Classification and Compensation.  Rowan County complies with the 

minimum education and experience requirements established by the N.C. Office of Human 

Resources for State-designated positions within the County’s classification system. 

 

The Human Resources Director is authorized to modify education and experience requirements 

for established classes consistent with this policy.  
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3.0  MAINTAINING THE CLASSIFICATION PLAN  
 

The Human Resources Office is responsible for establishing, revising and maintaining the 

Classification Plan.  When the process involves newly budgeted positions, it is called 

classification.  When it involves existing classified positions which have substantially changed 

since initial classification, the process is termed reclassification.   

 

Each year one third (1/3) of the classes are studied, providing for a complete study over the 

period of three (3) years.  Classes will be studied in the following sequence: 

 

1) Officials, Administrators, and Professionals  

2) Technicians, Paraprofessionals, and Administrative Support  

3) Protective Service Workers, Skilled Craft Workers, and Service Maintenance  

 

For positions to be considered for reclassification, the incumbent(s) or the immediate supervisor 

if the position is vacant, will complete a position description questionnaire (PDQ).  

Questionnaires must be reviewed and approved by the supervisor and Department Director.  The 

PDQ will be reviewed by Human Resources in order to evaluate the position and determine the 

appropriate classification.  Once a position has been evaluated, Human Resources will submit 

recommendations for approval by the County Manager and the Personnel Board.  

 

Department Directors may report the need for classification action; or Human Resources may 

initiate studies of single positions, occupational groups, or organizational groups of positions to 

determine that classifications are current.  While Human Resources retains central control of the 

Classification Plan, the maintenance of the plan is the responsibility of everyone concerned with 

employment.  This includes individual employees, immediate supervisors, and Department 

Directors. 

 

When an employee thinks his/her position is not in the right class, the employee should request 

that the supervisor conduct a review of the duties of the position.  The request should include a 

statement of reasons for believing the job classification is wrong.  The supervisor and 

Department Director should review it and if the request seems justified, the Department Director 

should submit it, along with comments, to the Human Resources Office.  The position will then 

be studied to determine if the classification should be changed. 

 

A major responsibility for the classification plan rests with Department Directors and 

supervisors.  They are responsible for determining the duties and responsibilities of positions, 

and informing them of their assigned duties, and for reporting changes in duty assignments, 

organization, and the need for classification action to the Human Resources Office.  These are 

integral parts of their general responsibility for efficient and economical management. 

 

3.01  ESTABLISHMENT AND REVISION OF CLASSES 
 

Classification studies may reveal from time to time the need to establish new classes or revise 

existing classes.  These actions must be recommended by the Human Resources Director and the 

County Manager to be approved by the County Personnel Board.  
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3.02  ALLOCATION AND REALLOCATION OF POSITIONS 
 

Each position is allocated to an appropriate class in the Classification Plan.  The allocation of a 

position is its assignment to a class containing all positions, which are sufficiently similar in duty 

assignments to justify common treatment in selection, compensation, and other employment 

processes.  A class may consist of a single unique position or of many like positions. 

 

The Human Resources Director, with the approval of the County Manager, shall be responsible 

for studying and making recommendations for the allocation of new positions to existing classes 

or to new classes of positions.  The County Manager shall make recommendations concerning 

the allocation of new positions to the Board of Commissioners for approval. 

 

3.03  TECHNICAL ADJUSTMENTS TO THE PAY PLAN 
 

Technical adjustments to the pay plan are refinements to the pay system that are implemented by 

Human Resources that include, but are not limited to such actions as: 

 

• Renumbering salary ranges and grades 

• Changing the length of salary ranges 

• Updating or changing pay rates to reflect the appropriate percentage between grades 

• Adding or deleting salary ranges and grades 

 

This type of change is not directly related to current labor market fluctuations and; therefore, is 

not defined as a salary range revision.  Technical adjustments to the pay plan do not create 

entitlement or authorization to change individual employee salaries. 
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4.0  PAY PRACTICES  
 

Individuals employed by the County will not be hired below the minimum rate of pay established 

for their job classification unless they are hired as trainees or in a work against appointment.  

Applicants, upon employment, may be placed at market of the authorized pay range for the job 

according to the stipulations of this policy. 

 

4.01  SALARY RANGES 
  

Salary Ranges or pay grades for various skill levels are established under the Rowan County 

Classification System in the following manner: 

 

a) Minimum and maximum salaries are identified for all job classes within the County. 

b) Grades are set apart by approximately five (5) percent increments. 

 

4.02  WAGES AND SALARIES FOR NEW EMPLOYEES 

  
New Employees -The minimum pay rate established for the class is the normal hiring rate,    

except in those cases where unusual circumstances appear to warrant appointment at a higher 

rate.  Appointments above the minimum may be made on the recommendation of the Department 

Director with the approval of the Human Resources Director and County Manager.  When 

deemed necessary in the best interest of the County, the Human Resources Director and the 

County Manager may approve a recommendation up to the midpoint of the range.  Above-the-

minimum appointments will be based on such factors as the qualifications of the applicant being 

higher than the desirable education and training for the class, a shortage of qualified applicants 

available at the minimum, and the refusal of qualified applicants to accept employment at the 

minimum.  With the recommendation of the Human Resources Director, the County Manager in 

conjunction with the Personnel Board may review and approve an appointment to a position 

above the midpoint of the range.  In all cases the Department Director must justify their request, 

in writing, before approval and/or commitments to employment can be made.   

 

Reinstatement - Re-employment - Employees previously separated from the County may be 

rehired, provided performance was satisfactory prior to their separation.  The conditions of 

reinstatement are determined and approved by the Human Resources Director. Former 

employees returning from military service who have had no other employer other than the 

County and who are returning to the same job classification shall be paid at the same rate within 

the position pay grade in which they occupied at the time of separation from County 

employment.  Individuals employed by Rowan County and who are active members of the 

State's retirement system, including the Law Enforcement Retirement Fund shall be eligible to 

transfer earned vacation and sick time credited.  Proper documentation showing residual 

accumulated benefit is required.  A regular employee who was separated under a reduction in 

force shall be eligible for consideration for reinstatement. 
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4.03  PROMOTIONS, TRANSFERS, DEMOTIONS, 

REASSIGNMENTS, AND DEPARTMENTAL 

REORGANIZATIONS 
 

In accordance with established policy, a vacant position within the County is available for 

consideration by an employee.  Individuals must meet the minimum qualifications for the job, 

and the selection of candidates is at the discretion of the Department Director.  Vacancies will be 

posted, and employees will make their intentions known by making application at the Human 

Resources Office for any openings.  As stipulated, promotions are encouraged for qualified 

employees; and lateral transfers are discouraged unless it serves the best interest of the County. 

 

Employees who are transferred from one position to another within the County will be placed in 

the appropriate pay grade established for the job.  If lateral transfers are approved, no change in 

pay will occur. 

 

Promotion is defined as an employee's change from a position in one classification to a position 

in another classification having a higher minimum and maximum salary grade. With a 

promotion, the employee will be placed in the higher pay range, which reflects at least a five 

percent (5%) increase not to exceed the maximum .  The pay increase will be dependent upon the 

pay range, length of service, qualifications of the person being promoted, and market conditions. 

 

Demotion or reassignment is a change in status resulting from assignment of a position to a 

lower classification or position.  It may result from the choice of the employee, reallocation of a 

position, unsatisfactory job performance, unacceptable personal conduct, reduction-in-force, or 

better utilization of resources.  If the change results from unsatisfactory job performance, 

personal conduct, or as a disciplinary action, the action is considered a demotion.  If the change 

results from a mutually agreed upon arrangement, the action is considered a reassignment.   

 

Should a demotion occur which is based on the failure of the employee to perform satisfactorily, 

the employee's salary will be reduced to the appropriate skill level.  A decrease of at least five 

percent (5%) in salary must occur; however, employees will not be demoted below the minimum 

of the new pay range.  An employee who wishes to accept a position with less complex duties 

and reduced responsibilities may request a reassignment for reasons other than unsatisfactory 

performance or failure in personal conduct.  In accepting a voluntary reassignment, the employee 

will be placed in the lower salary grade with a minimum five (5) percent decrease in pay.  

Determination of the amount of the decrease in pay will be dependent upon the differences in 

responsibilities and the lower grade level. 

 

The County Manager may authorize the reorganization of a department even if such 

reorganization results in the elimination of occupied or unoccupied position(s) and even if such 

reorganization results in a change in the job category or skill level for one or more employees.  

The County Manager must inform the Board of County Commissioners thirty (30) days prior to 

any reorganization, which may affect a reduction in force.  Department Directors may not 

reorganize their department without prior written approval from the County Manager. 
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4.04  SALARY OF A TRAINEE 
 

An applicant hired or an employee promoted to a position in a higher class, who does not meet 

all of the established requirements of the position, may be appointed at a rate in the pay plan 

below the minimum established for the position.  Any employee will remain on the trainee grade 

until the Department Director certifies that the trainee is qualified to assume the full 

responsibilities of the position and the Human Resources Director approves the certification. 

 

4.05  TEMPORARY EMPLOYEES 
  

The County Manager may authorize the creation of temporary positions requested by 

Department Directors.  Authorization will be based upon the current needs of the department and 

available funding in the department’s budget.  It is the responsibility of Human Resources to 

monitor the allocation of positions through position control procedures to ensure the temporary 

status of these positions. 

 

Temporary employees are employed for specific tasks, which will not exceed six (6) months or 

twelve (12) pay periods for a fiscal year.  Employees in this classification are not be eligible for 

merit increases. 

 

4.06  EMERGENCY MEDICAL TECHNICIANS AND 

PARAMEDICS 
 

The Board of County Commissioners revised the pay plan for EMT's effective March 27, 2016.  

An EMT who receives the intermediate certificate will receive a 5% increase; an EMT-I who 

receives the Paramedic certification will receive a 10% increase or advance to the Paramedic 

Grade. An EMT who receives the Paramedic certification will receive a 15% increase (5% for 

EMT-I and 10% for Paramedic).  This policy supersedes all other ordinances and policies 

established by the Human Resources Office. 

 

4.07  INTERIM SUPERVISORS  
 

There are times when an employee is leaving employment with Rowan County that it may be 

necessary for a current employee to assume some of the duties while a new employee is being 

recruited for a key supervisory or management position.  During this time, the Department 

Director, with the approval of the County Manager, may choose a current employee to be 

responsible for managing or supervising a unit or division of the department.  With additional 

responsibility, the employee may receive a 5% increase in pay until a replacement is found for 

the position.  At that time, the employee will resume his/her duties of their original position and 

the employee will return to their original rate of pay. 
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5.0  GUIDELINES FOR PAY ADJUSTMENTS  
 

1) Error correction - Pay adjustments may be required due to administrative, clerical, or 

    mechanical error.  Failure to allow adequate processing time, supervisory or 

    department delays, or oversights at the point of origination are not included in this 

    category.  Department directors requesting pay adjustments are held responsible for 

    timely submission of the Human Resources Action Form. 

 

2) If an overpayment is made, proper documentation and prior notification to the 

    employee will be provided before the County recovers the overpayment amount. 

 

3) Requests are subject to final approval by the Human Resources Director.  An 

    employee should be advised of changes only after written approval is returned to the 

    originator of the request.  

 

4) Wage and salary increases are made effective on the first day of the pay period 

     immediately following the final written approval, as noted on the original copy of 

     change of status. 

 

5) The Human Resources Director will review and approve: 

     (a) Accessions (new employees) 

     (b) Promotions 

     (c) Transfers 

     (d) Demotions 

 

5.01  PERFORMANCE APPRAISALS    
 

With the development of a benchmark (job description) for each job class, the Department 

Director shall determine the job standards for each position and communicate an understanding 

of these standards to each employee. 

 

Full-time and part-time benefited employees are eligible for participation in the County's 

performance appraisal system.  Temporary employees are not eligible. 

 

The employee's immediate supervisor is responsible for conducting the performance appraisal.  

This supervisor is required to discuss with every employee, in private, his or her performance 

appraisal whether the employee receives merit increase or not.  At this interview, the supervisor 

will offer suggestions that will aid the employee in improving work performance. 

 

Employees are requested to sign the performance appraisal form and a copy may be provided for 

their personal records upon their request.  The original must be filed in the Human Resources 

Office.  Should the employee refuse to sign the form, it should be noted and signed by the 

supervisor. 

 

The Department Director and a supervisor shall emphasize and maintain the confidentiality of 

each performance review and all administrative records under their jurisdiction or custody.  It 
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should be recognized that any monetary reward resulting from a performance appraisal is 

contingent upon the availability of funds as approved by the Board of County Commissioners. 

 

5.02  PAY FOR PERFORMANCE   
 

Rowan County's pay for performance plan rewards employees for performing their job at an 

outstanding level.  Full-time and part-time employees with benefits who have been employed for 

a year as of June 30th are eligible for merit consideration.  Merit pay is issued annually to 

employees in the first payroll period that includes August 1st. 

 

Individuals who have been employed for a year as of June 30th are eligible for a merit increase 

to be determined by the allocation of funds approved by the Board of Commissioners.   

 

The Rowan County Performance Appraisals will be conducted in June and requires a minimum 

numerical rating to be eligible for merit pay. The percentage amount of pay increase will be 

determined by the allocation of funds approved by the Board of Commissioners.  Employees at 

the top of their grade will be eligible for a merit increase as a one-time payment, which will not 

be added to their annual base pay.  Employees who have received one or more “unsatisfactory” 

or “needs improvement” ratings are not eligible for merit consideration regardless of their total 

score.  

 

The Pay For Performance Plan is dependent upon availability of funds budgeted by the County 

Commissioners on an annual basis. 

 

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 (July).  When employees receive a cost 

of living increase, their pay grade remains the same. 

  

5.04  MARKET ADJUSTMENT PLAN   
 

The Board of County Commissioners may approve a market adjustment plan in which the 

Human Resources Office is responsible for conducting a market analysis of positions.  This 

analysis involves the comparison of the County's salary range of each position to other similar 

agencies.  The comparison to other agencies produces a percentage of market for each position's 

hiring range. 

 

Monies are allocated for the market adjustment plan annually and distributed to the employees 

with the lowest percentage of market.  The salary increases are effective at the beginning of the 

fiscal year.  The actual percentage of salary increases is determined in a manner, which affects 

the most employees and provides an appropriate amount for the corresponding percentage of 
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market.  Employees who receive a salary increase due to a reclassification are not eligible to 

receive an additional market adjustment increase. 

 

This plan is subject to annual approval by the Board of Commissioners. 
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6.0  FAIR LABOR STANDARDS ACT   
 

Effective April 15, 1986 local and state governments must comply with the Fair Labor Standards 

Act (FLSA).  As an integral part of job duties and responsibilities, Department Directors and 

supervisors are required to ensure compliance with the applicable standards regulations and 

guidelines of this law. 

 

1. Exempt (Salaried) - Defined by the U.S. Department of Labor, Wage & Hour 

    Division, Salary and Duties Tests 

 

a.   Personnel who are classified as Administrative, Professional or Executive as defined by the 

FLSA and are paid on a salary basis are exempt.  Also exempt are certain computer 

employees.  Exempt employees are required to work the number of hours necessary to fulfill 

their job responsibilities.  The Board of County Commissioners establishes a minimum of 

forty (40) hours for a workweek. Although exempt from overtime, exempt employees may 

accumulate a maximum of forty (40) hours of Straight time Compensatory time.  The 

employee will not receive monetary compensation for comp time. 

 

b.   Authorized leave will not be granted to salaried employees who do not have accrued 

      time (vacation or sick) to cover time off.  Department Directors, with the approval of 

      the Human Resources Director, may advance vacation or sick leave to vested 

      employees only.  Each case will be reviewed on its own merits.   

 

c.   Exempt employees who are required to be paid on a salary basis may not have their pay 

reduced for variations in the quantity or quality of work performed.  Subject to exceptions 

listed below, exempt employees must receive their full salary for any week in which they 

perform any work, regardless of the number of days or hours worked.  Exempt employees 

need not be paid for any workweek in which they performed NO work for the County. 

 

d.   Deductions from pay cannot be made as a result of absences due to the following     

      circumstances: 

 

1. Jury Duty 

2. Attendance as a witness for the County 

3. Absences caused by the employer 

4. Absences caused by the operating requirements of the County 

 

e.   As public employees, there are exceptions to the requirement to pay exempt employees on a 

      salary basis.  In these cases, deductions may be permissible as long as they are consistent 

      with other County policies and procedures. 

 

1.  Absences of one or more full days for personal reasons other than sickness or disability.  An  

     exempt employee of a public agency may have his or her pay reduced or may be placed on  

     leave without pay for absences due to personal reasons of less than one full day when the  

     employee’s accrued leave has been exhausted. 

2. Absences of one or more full days occasioned by sickness or disability (including work-    
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    related accidents) if the deduction is made in accordance with a bona fide plan, policy, or    

    practice of providing compensation for loss of salary occasioned by such sickness or  

    disability. 

3. Penalties imposed for infractions of safety rules of major significance. 

4. Unpaid disciplinary suspensions of one or more full days imposed for infractions of workplace  

    conduct rules in accordance with the County’s disciplinary policy. 

5. Deductions for the first and last week of employment, when only part of the week is worked  

    by the employee, as long as this practice is consistently applied to all exempt employees in the  

    same circumstances. 

6. Deductions for unpaid leave taken in accordance with a legitimate absence under the Family  

    and Medical Leave Act. 

7. Due to public accountability, exempt employees will not lose their exempt status when they  

    are paid according to a pay system established by statute, ordinance, or regulation under which  

    they accrue paid leave and requires their pay be reduced or be placed on leave without pay for  

    absences of less than one work day when their accrued leave has been exhausted. 

8. Deductions from the pay of an employee of a public agency for absences due to a budget- 

    required furlough shall not disqualify the employee from being paid on a salary basis except in  

    the work week in which the furlough occurs and for which the employee’s pay is accordingly  

    reduced. 

                  

f.  Exempt employees who believe their pay has been improperly reduced should contact the  

    Human Resources Director immediately to request an investigation. 

 

1. The employee will be asked to specify in writing, using the guidance above, the       

    circumstances of the pay deduction and whether it has occurred on other occasions. 

2. Rowan County will review pay records and interview the supervisor or Department Director,  

    as well as the payroll representatives handling the employee’s pay, to determine if the  

    allegation is correct. 

3. If the deduction was in fact improper, the County will reimburse the employees as promptly as  

    possible, but in no case longer than two pay periods from the identification of the problem. 

4. The individual(s) responsible for the error will be investigated further to determine if this was  

    an isolated incident or a pattern of conduct that requires further action on the part of the  

    County.  If warranted, the responsible person(s) will be held accountable for the error(s) made  

    consistent with the County disciplinary policy. 

5. The resolution of the situation will be documented (including confirmation on the part of the  

    employee that the situation has been resolved) and placed with the employee’s pay record. 

6. Following the identification of such a problem, the County will establish a practice to  

    regularly audit employee records to ensure no further issues arise.  

 

2.  Non-Exempt  - As defined by the U.S. Department of Labor, Wage & Hour Division 

 

a.  Non-exempt job classifications will be eligible for time and one-half compensatory 

     time for all hours actually worked in excess of forty (40) within a given workweek.  

     "Hours worked" is defined as actual working hours.  Benefit hours are excluded in the 

     calculation of eligible overtime/comp time hours.  Benefit hours are paid at straight 

     time.  Any hours worked over forty (40) per week must be pre-approved by the 
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     department director.  Any unauthorized hours worked over forty (40) may subject the 

     employee to disciplinary action up to and including dismissal.  Overtime hours worked will 

     be paid as accrued comp time.   It is the responsibility of the department director to manage 

     the accrual of comp time.  Compensatory time must be utilized prior to the use of vacation 

     time.  

b.  Using the 7(k) exemption under FLSA, the Sheriff's Office will recognize and 

     compensate overtime (as compensatory time) for all non-exempt employees as 

     required on the scale described below.  Comp time must be utilized before vacation 

     leave.  

 

       DEPARTMENT           WORK PERIOD         MAXIMUM HOURS STANDARD  

                                                         

             Sheriff                              28 days                                          171 

             Detention                         28 days                                           171 

 

c.  A workweek is a regular recurring period of one hundred sixty-eight (168) hours in the 

     form of seven consecutive twenty-four (24) hour periods.   The County’s defined work 

     week begins at 12:01 a.m. Sunday and ends at 12:00 midnight Saturday.  Schedule 

     adopted pursuant to Section 207(k) of the FLSA and 29 CFR Part 553. 

d.  Overtime pay in lieu of comp time accrual must be approved by the County Manager 

     prior to employees working overtime.  Employees who work unauthorized overtime 

     will be entitled to compensation (compensatory time accrual); however, employees 

     who work overtime without prior authorization will be subject to disciplinary action. 

e.  If possible an employee should be given the equivalent time off within the same 

     workweek in lieu of overtime; otherwise, overtime hours will be paid as accrued comp 

     time.   When it is essential to maintain departmental operations or during emergencies, 

     disasters, etc., Department Directors can require employees to work overtime.  

f.  Non-exempt employees must report in and out to the appropriate person for 

     recordkeeping requirements.   

g.  Unless authorized by the Department Director employees may not elect to work 

     outside their established schedule in order to make up for lost time. 

h.  When non-exempt employees work, they are paid the hourly rate established for their 

     position; however, when employees do not work they are not paid unless accrued 

     leave is available to make up for lost work time. 

i.  The following deductions may be made from an employee's income: 

             1) Federal Income Taxes 

             2) State Income Taxes 

             3) FICA (Social Security and Medicare) 

             4) Authorized County Group Insurance 

             5) Authorized United Way Fund 

             6) Authorized voluntary benefits 

             7) Garnishments (as stipulated by federal and state statutes) 

             8) Authorized Deductions to correct errors in pay or overpayments 

             9) Authorized deferred compensation 

           10) Retirement 

           11) Any absence, sickness and/or accident when an individual does not have 
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                 enough accrued paid leave to cover the absence.  

           12) Authorized Medical and Dependent care reimbursement accounts 

           13) Authorized 401(k) Loans, and Voluntary Contributions associated with 401(k)   

           14) Other deductions as authorized 

           15) Any advanced vacation and sick leave from the final wages of an employee. 

j.  Employees must maintain a record of total hours worked each day and must sign 

    their timesheet to verify that the hours reported worked are complete and accurate. 

    

6.01  VOLUNTARY WORK 
 

Non-exempt (hourly) employees who voluntarily continue to work before or after the beginning 

or close of normal working hours are engaged in working time.  The reason for the work is 

immaterial; as long as supervisors "suffer or permit" employees to work on the County's behalf, 

compensation in the form of compensatory time accrual must be paid.  Department Directors are 

required to make certain that overtime work is approved.  The publishing of a rule prohibiting 

unauthorized overtime is not sufficient to avoid compensation for additional hours worked.  

However, unauthorized overtime work may subject the employee to disciplinary action. 

 

Bona fide "volunteers" who work outside the County may do so without any obligation of the 

County to provide wages.  As with the administration guidelines affecting outside employment, 

non-exempt employees are requested to indicate in writing outside "volunteer" service.  

Department Directors should contact Human Resources to determine if such services are eligible 

for compensation.   

 

Documentation on volunteer services is suggested in order to remove any concerns that may 

exist.  Outside volunteer work becomes compensable when employees are required or requested 

by their supervisor to perform services in a capacity for which they were employed by the 

County. 

 

6.02  WAITING TIME 
  

Whether waiting time for non-exempt (hourly) employees is compensable depends on the 

particular factual circumstances.  Required waiting time is compensable; however, non-exempt 

employees who wait before starting their duties because they arrive at work earlier than the 

required time are not entitled to be paid.  The same circumstances are true for those non-exempt 

employees who may wait at the end of the required shift.  All time spent by non-exempt 

employees in waiting while on duty must be counted as hours worked.  If employees begin, 

while waiting to start their shift, to perform duties for which they were employed, such time 

becomes compensable. 

 

Under FLSA regulations, waiting time by non-exempt employees who have been relieved of 

duty need not be counted as hours worked if: 

 

     a.  Employees are completely relieved from duty, allowed to leave the job, and free to 

          do as they please; or 

     b.  Employees are relieved until a definite specified time.  It is the responsibility of the  
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          Department Director to evaluate the facts and circumstances in each case to 

          determine eligible work time. 

 

6.03  ON CALL 
  

a.  The nature of operating the County is such that employees may be subject to being 

     called back to their work area in unusual situations after having completed their 

     normal tour of duty.  In some cases, call-back requirements are of sufficient volume 

     and frequency to justify scheduling and designating employees in advance to accept 

     this responsibility for a given period of time.  In such cases, a bona fide on call status 

     may exist.  It is the purpose of these guidelines to establish a fair and equitable method 

     of compensation for County employees who may be on-call.  To be eligible for on-call 

     status, Department Directors must have written approval from the Human Resources 

     Director before commitments can be made for on-call and before compensation will 

     be received.  

  

b.  Restricted on-call exists when non-exempt (hourly) employees are restricted to the 

     work unit or a specific location without freedom to pursue normal activities or 

     personal pursuits.  This arrangement will be construed to mean that employees are 

     "engaged to wait" and will be counted as regular hours worked.  All hours worked will 

     be included to determine the eligibility of overtime for non-exempt employees. 

 

c.  Non-restrictive on-call will be construed to mean the employees are only "waiting to 

     be engaged" and will not be counted as hours worked. 

 

d.  Non-restrictive on-call exists when the following conditions are met: 

    1)  Employees are to remain within two (2) hours of the vicinity of Rowan County. 

    2)  Employees during non-work on-call hours are free to engage in their own personal   

         pursuits.            

    3)  Employees are given pagers or cell phones as a means to communicate with their 

         department or must leave a telephone number at which they can be contacted. 

 

e.  Eligibility for On-Call:  Employees required by the Department Director to be 

     available for possible return to work outside their normal working hours may be 

     eligible for on-call compensation.  The Administrative Guidelines to obtain approval 

     for on-call are as follows: 

1) On-call situations must reflect services which have to be provided on-the-spot 

within a limited number of hours, and must be a service that cannot wait.  

2) On-call will be the exception rather that the routine situation.  Departments will 

be required to find alternative scheduling options and other techniques within 

management's discretion for covering the more routine types of situations that 

occur.  On-call status will not become a mechanism that encourages over-

dependence on off duty supervisors. 

3) Decisions regarding on-call will be reviewed in the context of service level 

options.  In other words, available resources will determine the service. 
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4) On-call will be viewed as the mechanism used because it is less expensive than 

adding additional staff, even when paying for actual time worked by on-call 

employees.   

5) Department Directors are required to contact the Human Resources Director for 

verification of and approval for on-call status.  

 

f.  On-Call Premium:  In some instances, employees are not required to stay on site, but 

    are obligated to be available should their services be required.  As a general rule, the 

    employees are free to use their “on-call” time as they wish with some minor 

    limitations.  On-call employees may be provided comp time of four (4) hours for each 

    week (7 days) spent on call.  If a call lasts more than four (4) hours, the employee will 

    receive comp time for the total number of hours that the call actually takes.  Travel 

    time to and from the site must be counted as time on the call.  Some employees who 

    are required to be “on call” for only a 24 hour period may be given one (1) hour of 

    comp time, up to a maximum of four (4) hours per week. 

 

g.  Compensation for Actually Working an On-Call Arrangement:  Non-exempt 

     employees on call will be compensated for hours worked outside their normal 

     schedule in an actual callback situation.  A non-exempt employee who is "on call” 

     after regular work hours will be compensated at time and one-half compensatory time 

     for all hours actually worked over forty (40) in a workweek.  The minimum of four (4) 

     hours of comp time per week is guaranteed for employees who are called or actual 

     hours worked whichever is greater.   

 

h.  Maintenance of Records:  The Human Resources Office will maintain a list of 

     positions that are authorized for on-call compensation arrangements. 

 

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. 

 

6.05  PERMANENT RESIDENCE ON COUNTY PROPERTY 
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Employees who reside on County property on a permanent basis or for an extended period of 

time (five days or more) are not considered working all the time they are on the premises.  

Ordinarily, employees may engage in normal private pursuits and thus time for eating, sleeping, 

entertaining, and other periods of complete freedom from all duties are not compensable.  It is, of 

course, difficult to determine the exact hours worked under these circumstances and reasonable 

agreements between the Department Director and employees may be accepted as working time. 

 

6.06  CONTINUING EDUCATION (TRAINING) 
 

It is the policy of the Rowan County Board of Commissioners to encourage County personnel to 

avail themselves of training or education that would further their careers or prepare them better 

for their current or future jobs with the County. 

 

Mandatory attendance of County personnel at required work-related educational or training 

programs whether during or outside normal working hours shall be constituted as involuntary 

enrollment on the part of the employee and the training hours will be counted as work time. The 

employee shall be required to affirm such in writing to the Department Director for approval 

before time of enrollment.  

 

6.06.01  INVOLUNTARY TRAINING 
  

1)  Each Department Director is required to process an expense report directly to the Finance  

     Department for authorization of any payments for employee training or education. 

 

2)  Reimbursements to employees will only be made if the request is accompanied by original  

     receipts for tuition, fees, or books.  Funds must be budgeted and approved before  

     commitments are made to employees for involuntary training. 

 

3)  All hours spent in training are compensable and must be entered on the employee's     

     timesheet. 

 

4)  Department Directors have discretion on selection or appointments to training programs. 

 

6.06.02  VOLUNTARY TRAINING 
 

The following guidelines must be met for the training activity not to be counted as working time: 

 

1)  Attendance must occur outside regular working hours; and  

2)  Attendance must be in fact voluntary. 

3)  Employees are responsible for tuition, books, materials, supplies or fees.   

     Special Note: It is not voluntary if employees are led to believe that non-attendance 

     will prejudice their working conditions or employment standings.  Documentation on 

     voluntary training is necessary to remove any questions; and  

4)  Employees must not engage in compensable work while attending.   
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Voluntary training directly related to the employee's job is permissible.  FLSA regulations permit 

job related voluntary training without compensation providing that the training is offered by 

independent bona fide institutions of learning.  Employees may utilize, with approval from the 

Department Director, accrued comp time, floating holiday, and vacation time for voluntary 

training.  All applicable leave balances must be utilized before a leave without pay status is 

approved.  Leave without pay status should not exceed a two (2) week pay period. 

 

6.07  TRAVEL TIME 
 

Whether travel time is compensable depends on the kind of travel involved.  Normally, the 

County will not be responsible for the time spent by non-exempt (hourly) employees in walking, 

riding, or otherwise traveling to their principal job related activity.  The following general 

guidelines apply in determining whether non-exempt employees' travel time is compensable. 

 

6.07.01  HOME-TO-WORK 
  

Home-to-work travel or vice versa is not compensable, even if employees must travel from a 

town to an outlying site to get to the job or even if the County is providing transportation. 

Employees are not at work until they reach the work site and their normal work period begins.  If 

employees are required to report at a special time, to a meeting place, where they are to pick up 

materials, other employees, or to receive instructions, compensable time starts at the time of the 

meeting or their arrival.  Deputies who are assigned vehicles and are "off duty" will not have any 

travel time recognized as compensable time. 

 

6.07.02  TRAVEL DURING THE WORK DAY 
 

Travel by employees from one job site to another during the workday is compensable work time.  

Also, traveling from an outlying job at the end of the scheduled workday back to a central point 

is compensable. 

 

6.07.03  CALL-BACK 
 

The County's position on compensation on call-back for all non-exempt (hourly) employees is: 

 

1)  Unless given a specific time to report to duty, work time begins when employees are      

      notified to return to the job, including reasonable allowances for travel time back to 

      the job.   The Department Director has discretion on what is considered "reasonable 

      travel time." 

 

2)  In addition to compensation for call-back, employees may also request auto 

     allowances at the established mileage rate for all mileage from home to the work site 

     and back home; provided employees are using their own car or have not been offered 

     County transportation. 

 

3)  These stated guidelines on call-back are also applicable for required in-house    
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      meetings/training whereby employees are scheduled off and must return to the 

      County premises for a required meeting. 

 

6.07.04  OUT-OF-TOWN TRAVEL 
  

1)  Non-exempt (hourly) employees who are required by the Department Director to be 

     out-of-town for one day or less do not need to be compensated for the time spent 

     traveling from home to the airport or pick-up point but they must be paid for all other 

     travel time with the exception of meal time. Non-exempt employees are considered 

     working all the time they are traveling even if employees are permitted to drive their 

     own cars. 

 

2)  Where non-exempt employees travel on County business for more than one day, they 

      must be paid for time spent in traveling (except meal time) during their normal 

      working hours including non-working days, such as Saturday, Sunday, and holidays. 

    

3)  Any actual work non-exempt employees perform while traveling is considered 

      compensable. 

 

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. 

 

6.09  OUTSIDE EMPLOYMENT WITH ANOTHER EMPLOYER 
  

Off duty personnel such as law enforcement and EMS employees who have outside employment 

will not be paid by the County during these outside activities.  To be eligible for compensation, 

employees who are engaged in outside employment must be required to perform services with 

the County for which they are employed.  Law enforcement and EMS personnel are required to 

report to their supervisor any outside work which may be considered compensable time.  It will 

be the responsibility of the supervisor to determine all hours, which may fit the circumstances 

described in this section. 
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7.0  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.  

Departments should use the standardized timesheet including: 

  

 a.  Employee Name (last name, first name); 

 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. 

 

7.02  SERVICE REPORTS 
  

The following information must be recorded for non-exempt employees: 

 

 a.  Benefit hours used; 

 b.  Total hours of overtime at time and one-half; 

 c.  Total hours of leave without pay; 

 d.  Total hours to be added to the holiday accrual; 

 e.  Total hours to be subtracted from the holiday accrual; 

 f.  Adjustments to gross (plus or minus dollars). 

 

7.03  PAY DAY  
 

Paydays occur every two (2) weeks.  There are normally twenty-six (26) paydays each calendar 

year.  

 



ROWAN COUNTY HUMAN RESOURCES 

STANDARD OPERATING PROCEDURES 

 

 

PERFORMANCE APPRAISALS 

 

 

Performance Appraisals are tools by which Rowan County can review the employees’ 

performance on the job and determine their eligibility for becoming a regular employee 

and for receiving increases in pay due to merit. 

 

Performance Appraisals are first conducted after the employee has completed 3 months 

of service.  This review is preparatory for the 6 months performance appraisal.  The 6 

months performance appraisal determines whether the employee becomes a regular status 

employee and whether they are eligible for an increase in pay resulting from a 

satisfactory performance appraisal.  An employee must receive a minimum rating of 21 

(with no “Unsatisfactory” ratings and no more than one “Needs Improvement” rating) on 

the performance appraisal in order to come off probation.  Employees not meeting this 

requirement on the performance appraisal will result in an extended probationary period 

of 3 months or a determination by the Department Director whether to continue the 

employment relationship. 

 

Yearly performance appraisals are completed in conjunction with the Merit System, as 

long as it is continually funded by the County Commissioners from fiscal year to fiscal 

year. 

 

 

06/16/99 
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ROWAN COUNTY HUMAN RESOURCES 

STANDARD OPERATING PROCEDURES 

 

 

RETENTION OF RECORDS 

 

GENERAL FILES 

 

Human Resources records and information should be retained as indicated below.  

Records may be discarded upon the expiration of the timeframes listed: 

 

APPLICANT TRACKING FILES: 

 

1.  Applications---2 years total 

a. Original applications---6 months in active files then shredded 

b. Copies of original applications are kept for 2 years in applicant tracking files by 

position title if no discrimination charges have been filed.  If a charge has been 

filed, destroy 1 year after resolution of charge. 

c. Unsolicited original applications/resumes are kept for 2 years after receipt and 

then shredded. 

   2.  Employment Ads, Job Opportunities, and Announcements –Keep for 2 years 

   3.  Employment Selection Records (Interview Documentation, Test Scores, Questions 

        List, Justification Statements, Background Checks, Physical Exams, etc.)—2 years 

 

GENERAL FILES: 

  

   1.  Fringe Benefit Files (Benefit Bills and Deduction Registers)---2 years 

   2.  Cash transmittals for insurance payments---1 year 

   3.  Routine Administrative Correspondences, Memos, & E-mails---3 years 

   4.  County Manager & Department Director Correspondences & Email---Permanently 

   5.  EEO-4 Reports—Destroy after 3 years 

   6.  EEOC Files—3 years 

   7.  Exit Interview Questionnaires—3 years 

   8.  Flexible Spending Account Claims and Receipts Records—3 years 

  9.  FMLA Records---Keep for 3 years after leave ends 

  10.  I-9 Forms---Keep for 3 years after individual was hired or 1 year from date of   

        separation, whichever is longer 

 11.  Insurance Reports, Claims Summaries, and Membership Lists –2 years 

 12.  Merit List and Files---Destroy after 3 years 

 13.  MMO Reports---2 years (should have 1 yearly report) 

 14.  Part-time hours printout---Keep last 3 months only 

 15.  Payroll Audit Report---Discard when no longer useful 

 16.  Personnel Board Minutes---Permanently. 

 17.  Position Classification/Position History Files---Permanently 

 18.  Vacation Bonus Report---1 year 

 19.  Volunteer Records—3 years from date of last entry 



3/9/2018 2

  

ROWAN COUNTY HUMAN RESOURCES 

STANDARD OPERATING PROCEDURES 

 

 

RETENTION OF RECORDS 

 

GENERAL FILES 

 

GENERAL FILES (continued): 

  

 20.  Child Support Orders--Destroy when obsolete 

 21.  Bankruptcy Notices—Destroy when obsolete 

 22.  Garnishments—Destroy when obsolete 

 23.  Complaints (Discrimination involving ADEA, ADA, & Civil Rights Act of 1964)— 

        Destroy 2 years after final disposition of the charge. 

24.  Equal Pay Records—2 years 

25.  Position Descriptions—2 years from date superseded. 

26.  Public Records Request & Disclosure Files—2 years after resolution. 

27.  Employee Security Records concerning issuance of keys, ID cards, etc. 

       Destroy when administrative value ends. 

28.  Requests for Shared Leave and Donated Leave—Destroy 5 years after leave has  

       ended. 

29.  Conference & Workshop Files (includes conferences & workshops conducted & 

       attended by County employees:   

       a.  General workshop materials:  5 years 

       b.  Employee-specific training & testing records required for position held or 

            could affect career advancement:  Destroy at termination of employment. 

30.  Mail & E-mail Undelivered/Returned:  Destroy immediately. 

 

 

 

MEDICAL AND WORKERS COMPENSATION FILES 

 

   1.  Drug Tests and Physicals related to hire, promotion, or transfer---Destroy after 1 

        year. 

   2.  Workers Compensation Records—Permanently 

   3.  Employee Health Certificates(Health or Physical Exam reports or certificates 

        created in accordance with Title VII and the ADA)—30 years after separation.
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HUMAN RESOURCE ANALYST SPECIFIC RETENTION SCHEDULE 

 

 

1.  Old Organizational Charts—Only the ones removed in the last year. 

2.  Surveys Answered for Others—2 years (except for U.S. Dept. of Labor, OSP, ICMA, 

     Census, IOG, etc. which should be kept for 7 years). 

3.  Budget Worksheets—Keep only the last 3 years. 

4.  COLA Files—5 years (for now) 

5.  Salary Surveys completed by others for my classification studies—4 years 

 

 

Per Darlene 04/2007: 

 

When deciding whether to discard something, keep a maximum of 7 years back unless 

regulations state longer.   



ROWAN COUNTY HUMAN RESOURCES 

STANDARD OPERATING PROCEDURES 

 

 

MARKET ADJUSTMENT 

 

 

The Human Resources Office is responsible for conducting a market analysis of positions 

on an annual basis.  This analysis involves the comparison of the County’s salary range 

of each position to other similar agencies.  A market rate is obtained by averaging the 

hiring rate of other agencies and comparing the average with the County’s hiring rate.  A 

determination is made regarding the actual percentage of increase received by employees 

at the lowest percentage of market.  The percentage of salary increases is determined in a 

manner which affects the most employees and provides an appropriate amount for the 

corresponding percentage of market. 

 

Market adjustment salary increases are effective at the beginning of the fiscal year.  

Employees who receive a salary increase due to a reclassification are not eligible to 

receive an additional market adjustment increase. 



ROWAN COUNTY HUMAN RESOURCES 

STANDARD OPERATING PROCEDURES 

 

 

PROBATIONARY PERIODS 

 

 

New employees hired into full-time or benefited part-time positions will serve a 

minimum 6 months probationary period, except those individuals who are excluded due 

to Full Reinstatement as determined by the Department Director and Human Resources 

Director.  Part-time employees without benefits and temporary/seasonal employees do 

not serve a probationary period. 

 

Current non-benefited employees who are hired into a full-time or benefited part-time 

position will be required to serve a probationary period of 6 months.   

 

Employees who receive a minimum rating of 21 (with no “Unsatisfactory” ratings and no 

more than one “Needs Improvement” rating) on their 6 months performance review will 

be considered a regular employee.  Employees who do not meet this requirement on their 

6 months performance review will either have their probationary period extended an 

additional 3 months or be dismissed at the discretion of the Department Director.  No 

employee shall remain on probation for more than nine (9) months. 

 

An employee who has successfully completed a probationary period and is classified as a 

regular employee will not be required to serve another probationary period.  

 

 

 

10/19/17 
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ROWAN COUNTY HUMAN RESOURCES 

STANDARD OPERATING PROCEDURES 

 

 

RECRUITMENT & SELECTION PROCESS 

 
 
Rowan County has adopted the following process to assist Department Directors with 
recruitment and selection of qualified individuals to fill vacant County positions.   
 

1. The Department Director or Supervisor contacts Human Resources and 
requests a position be posted following the termination or resignation of an 
incumbent.  This request can either be in writing or verbal.  Human Resources 
must receive a copy of the resignation or letter of dismissal prior to posting 
the vacancy.  The Department Director states whether the position should be 
posted internally only or externally.  If the Department Director has current 
staff he/she wishes to promote from within, the position is posted on an 
internal only basis for one week (5 business days) to allow for current staff to 
apply.  If the Department Director knows of no staff from within the County 
who would be interested in applying, the position is posted externally for 
usually one week and two days (7 business days) unless an extension is 
requested by the Department Director or a holiday exists within that 
timeframe.  If this is the case, the closing date can be extended.  The 
Department Director can request that the position be posted “Open Until 
Filled” if the job is normally difficult to fill.  Requests for posting a position 
“Open Until Filled” must be approved by the Human Resources Director.  For 
positions that are difficult to fill, the Department Director may ask to have the 
vacancy advertised in the newspaper.  A quote should be obtained from the 
newspaper and submitted to the Department Director for approval before 
placing the ad.   Because of budgetary restraints, the ad would be paid for by 
the requesting department.  For positions in which we normally receive 
adequate quantities of qualified candidates, advertising in the newspaper is not 
necessary.  For some positions, the HR Analyst II will ask the Department 
Director if the position requires the incumbent to drive on County business at 
least once per week.  If so, the job posting must list “a valid driver’s license is 
required.” 

 
2. The Human Resources Analyst II notifies the Human Resources Secretary IV 

to e-mail the job posting (if one already exists) from the Job Opportunities 
Folder in Word to the HR Analyst II.  The HR Analyst II reviews and updates 
the posting ensuring job duties, includes a paragraph listing the required 
knowledge, skills, and abilities, minimum education and experience 
requirements, appropriate salary range, and closing date are correct and 
included.   If the position is a grant-funded position, the job opportunity must 
state this under the Job Title heading (for the Health Dept. only, we should not 
include the “Grant Funded” wording but instead state “The position is funded 



3/9/2018 2

by sources other than County funds.”)  If the position is part-time or 
temporary, we must include wording that states the 999 hour per fiscal year 
limit.  Once the posting is correct, “internal only” postings are sent to Rowan 
County departments for display on bulletin boards for departmental staff.  
External postings are sent to County departments, posted on the County 
website and telephone job line, posted on the public bulletin board in the HR 
Office lobby, and mailed to selected entities on our mailing list including the 
Employment Security Commission and area colleges.   Department Directors 
can request that positions that are difficult to fill be posted on various 
websites, publications, and listservs specific for that trade or specialty (i.e.  
Nurse Practitioners, Attorneys, Dentists, etc.).  If there is a cost to placing the 
ad to specialty locations, expenses are usually incurred by the department 
unless approval has been obtained from the Human Resources Director for the 
expense to be paid from the Human Resources’ budget.   

 
We ordinarily do not advertise our vacancies in the local newspaper, but on 
certain occasions (ie a hard to fill position), a brief ad can be placed in that 
publication’s Sunday edition listing the job title, a brief description of duties, 
salary range, and closing date. 
 
3.  Human Resources accepts applications and resumes until 5:00 p.m. on the 
     application closing date.  Applicants for positions are held in the strictest 
     confidence by Human Resources. 

 
4.  The applicants are entered into the Applicant Tracking System by the HR   
     Secretary IV as received for the purpose of sending letters once a new hire is 
     selected and accepted the position.  Letters will be sent to individuals who 
     were interviewed.   

 
5.  The HR Analyst II screens each applicant for minimum qualifications of 
     education and experience.  (Note:  Effective 11/06/13, external applicants who 
     apply for an Internal Only job posting will be screened for minimum 
     qualifications and sent over to the department with the qualified internal 
     applicants for consideration per the Human Resources Director).  Individuals 
     meeting the minimum requirements are forwarded to the Department Director 
     by the HR Secretary IV with a New Hire Packet containing:  a memo from the 
     Human Resources Director regarding the Hiring/Application Process and the 
     number of applicants enclosed, Interview Sheet, list of County Benefits, 
     Rowan County Government Reference Form, Driving History and Criminal 
     Record Authorization, and a Human Resources Action Memorandum to list the   
     selected new hire on.  If the position requires a credit check, the Authorization   
     for Credit Check and A Summary of Your Rights Under the Fair Credit 
     Reporting Act are enclosed as well.  Positions in Finance and Tax Collections 
     Office may have a credit background check performed dependent upon the 
      nature and job responsibilities of the position.   
     (06/06/11) 
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6.  The Department Director or Supervisor selects the applicants from those sent 
     to interview.  The Department Director or Supervisor contacts and schedules 
     interviews with the applicants.  If requested by the Department Director, a 
     representative from Human Resources will participate in the interview process.  
     Any testing or assessment tools used by the department must be job-related 
     and approved by Human Resources before being administered.  The 
     interviewer should have interviewees sign the Reference Form, authorization 
     for driving history and criminal background check form, and credit check 
     authorization form (if applicable) during the interview. 

 
If the Department Director states that he/she would like to re-advertise a position 
for which we received qualified applicants, he/she must at least interview and 
consider the qualified applicants and complete a memo stating why none of the 
qualified applicants sent them would meet their needs.  HR will review the 
qualified applicants once returned and recommend the top 4 or 5 applicants that 
should be interviewed (if not already done so) and send those applications back to 
the Department Director.  We can go ahead and post the position OUF for more 
applications to be received while the 4 or 5 applicants are being reconsidered.  If 
HR receives several more good qualified applicants in a week’s time following 
the re-posting, HR will take the job opportunity down without waiting until a 
candidate is chosen.  (10/10/08) 

 
7.  The interviewer will conduct reference checks prior to selecting the final 
     candidate for hire and completing the Human Resources Action Memorandum.  
     References can be checked by mail or by telephone.  The interviewer 
     completes the Interview Sheet for all applicants interviewed with an 
     explanation as to why the candidates were not chosen for employment.  Once a 
     selection is made the Department Director completes the New Hire Packet 
     with the recommended salary and start date and submits the packet and all 
     applications back to Human Resources.   

 
8.  When a Human Resources Action Memorandum is received from a 
     department, the HR Secretary IV will date stamp it, verify the individual 
     applied for the vacancy and was qualified by the HR Analyst II, and inquire 
     into the computer system to determine if the person was previously employed 
     with Rowan County.  If so, their personnel file is pulled and the hire memo is 
     given to the Human Resources Director for approval. The HR Action 
     Memorandum must be signed by the Human Resources Director and County 
     Manager prior to contacting the individual for the job offer. 
 

NOTE:  The County Manager has the authority to approve requested hiring 

rates/salaries up to Step 30.  If the Department Director requests a pay 

rate/salary of Step 31 or higher, the request must be presented to the 

Personnel Board for their approval.  (Approved by Personnel Board 

05/20/08). 
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9.   The HR Secretary IV will provide the HR Specialist I a copy of the HR 
      Action Memorandum and Authorization to perform Driving History and 
     Criminal Background check so that the following can be conducted while 
     approval is being obtained prior to the job offer being made: 

 
A. A Motor Vehicle Report (MVR) check on the individual if the 

individual drives a county vehicle or their own vehicle on county 
business at least once a week.  MVR checks are performed on 
any employee whether full-time or part-time/substitute who will 
be driving on County business.   The HR Specialist I e-mails an 
attachment memo in Word titled “M-MVR Report needed.doc” 
(Attachment A) to the Secretary IV in the Staff 
Development/Training Division of the Sheriff’s Department 
(Landis Office) with the individual’s name, date of birth, driver’s 
license number, and social security number and she performs the 
MVR check for 7 years back to current date.  Once the MVR 
printouts are returned to HR, the Human Resources Director or 
Risk Manager must review and approve if there was anything to 
appear on the Report.  If the individual lives outside of North 
Carolina, the Sheriff’s Office may be able to access the other 
State’s motor vehicle records.  If not, we fax a letter to Charles 
Frick of Southeastern Investigative Services at (704) 639-1329 to 
provide the Criminal Background Check which will show any 
motor vehicle violations.  For promotions/transfers, if the 
employee is already driving in their present position and they 
have the required vehicle liability insurance, it is not necessary to 
do an MVR.  If the employee is going from a non-driving 
position to a driving position, we should do the MVR. 

 
B. Criminal history checks are obtained by Human Resources if 

residing in North Carolina or by Charles Frick of Southeastern 
Investigative Services (704-202-4374) if residing outside of NC.   
Scan the letter and CBC authorization form to e-mail and e-mail 
to Mr. Frick at cfrick@charliepi.com with needed information 
about applicant for him to do the criminal background check.  
Rowan County pays the fee charged for the criminal background 
check.  All full-time, part-time benefited, and safety sensitive 
part-time and substitute positions must have the Criminal 
Background Check performed including PT & Sub 
Telecommunicators and PT & Sub EMTs and Paramedics.  Also, 
the HR Specialist I will conduct a North Carolina Criminal 
Background Check on part-time non-benefited positions.  For 
promotions/transfers, it is not necessary to do this check unless 
there are special circumstances such as the employee is going to 
work in a position with children or other sensitive populations or 
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with money, etc.  If there is a question as to whether a Criminal 
history check should be completed for a transfer or promotion, 
the HR Director should be asked for guidance.  

 
C. Sex Offender Check should be done on all new hires, 

promotions, and transfers (unless one has been done previously).    
The steps are: 

• Go to http://sexoffender.ncdoj.gov 

• Click on the Search the Registry 

• Click on “Agree” 

• Enter Last Name 

• Enter County 

• Click on Search the Registry 

• Print the page in landscape view  
       

 Procedures in completing a Criminal Background Check: 
 

The Human Resources Specialist I and Human Resources Secretary IV have been given 
access by the Administrative Office of the Courts (AOC) to conduct criminal background 
checks for counties in North Carolina from their personal computers in their offices. 
 
You must go into 2 separate locations in the computer to do a background check:  
Defendant Record Check and Infractions Record Check.   
 
See Attachments 1 through 7 for instructions on conducting North Carolina 

Criminal Background Checks. 

 
This is done before the job is offered and if anything shows up on the reports, the Human 
Resources Director or Risk Manager must review it and approve. 
 
If the individual is from out of state, we contact Charles Frick of Southeastern 
Investigative Services at (704) 202-4374 and request by e-mailed letter and signed 
authorization/release form that he conduct a criminal background check for the State(s) 
the individual lived in for the last 7 years.  Rowan County pays the fee charged for this 
service. 
 
NOTE:  The existence of a criminal record or conviction will not automatically eliminate 
or disqualify an applicant for consideration for a position with Rowan County.  To avoid 
disparate impact or disparate treatment, the following 3 criteria concerning the criminal 
record or conviction must be considered: 
 
1)  The nature and gravity of the offense or crime, 
2)  The time elapsed since the offense, conviction, or completion of the sentence, and 
3)  The nature of the job sought. 
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D.  Human Resources will make every effort to ensure that the 
departments have completed reference checks.  Parks don’t have 
to do reference checks on Park Attendants or other part-time 
employees.   

 
E. Nursing licenses and EMS personnel certifications will be 

verified by the Human Resources Office before the job offer is 
made by contacting: 

 

• The N.C. Board of Nursing at their website 
www.ncbon.com. 

• The EMS Certifications Board at www.emspic.org. 
1. Click on CIS Login at top of page 
2. Click on “Click here for the Public Access Site” 
3. Click on “Enter Public CIS” 
4. Click on “Personnel” 
5. Click on “Personnel Search” 
6. Enter Last Name & First Name 
7. Click on “View” 
8. Print Screen 

 
F.  Employees hired into the following positions and/or departments 

may have credit checks performed by the HR Specialist I 
dependent upon the nature and actual job responsibilities of the 
position:   Accountants, Accounting Technicians, personnel in 
the Finance Department, and Tax Collector’s Office.           
(Note:  The U.S. Bankruptcy Code prohibits public employers 
from rejecting applicants on the basis that they filed for personal 
bankruptcy.  However, if credit history is taken into account, an 
otherwise viable candidate for the position should be given the 
opportunity to explain their individual circumstances to remain 
competitive for the position and to provide a defense to a 
disparate impact claim.) (06/06/11) 
 

 
Procedures in performing a Credit Check: 
 
Credit checks are performed through the Equifax Automated Verbal Report Delivery 
System. 
 
STEPS: 

 
a. To order a credit report using the Automated Verbal System dial 1-888-212-0211 

or 1-800-944-1122.  
b. You will be prompted to enter the following information on your telephone key     
       pad:   
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• #2 (Business Customer) 

• Customer Access Code:  704-638-3090 

• PIN:  25543 

• #1 (Automated Credit Report) 

• #2 (Fax delivery) 

• Social Security Number of the applicant 

• 4 digit year of birth (ie:  1960), if available (# key if not available) 

• Gender of the applicant (male = 2, female =1) 

• Current address of the applicant (street number up to 10 numerical digits) 

• Former address of the applicant (street number up to 10 numerical digits) 
# key if not applicable 

c. A summary of the credit report will then be read to you over the phone, a 
confirmation number will be provided and a faxed copy of the report will be 
delivered to the fax number you have indicated on the setup sheet. 

d. If necessary, a file can be re-delivered by following these steps 

• Choose option 4 on the menu of the Automated System. 

• Enter the Confirmation Number provided during the original request 

• The file will be faxed or mailed at no charge. 
 
G.  For males between the ages of 18-25, we must verify that they have 
      registered for Military Selective Service.  If they have not, they are 
      ineligible to be hired into a governmental job.   
      The steps in this process are: 

• Go to the following website:   www.sss.gov. 

• Select the option to “Check A Registration” 

• Enter the individual’s Last Name, SSN, and Date of Birth 

• Select “Submit” 

• If registered, a Selective Service Registration Number and Date 
Registered will be listed. 

• Either print the screen or indicate by marking “Ok” on the 
application beside the Military Selective Service question to 
indicate the individual has registered and is in compliance with the 
law.  (04/23/13) 

 
All of the previous 7 verifications (A-G) should be completed before conducting the drug 
test and physical.  If not, a Contingent Letter of Job Offer entitled “L-Contingent Letter 
of Job Offer.doc” in Word (Attachment B) is created which states that the job offer is 
contingent upon completion of specific items listed (ie.  A drug test taken within 24 hours 
with a negative result, completion of a physical exam with results that show fitness for 
duty, verification of minimum vehicle liability insurance coverage, etc.).  (The MVR, 
Criminal Background Check, Sex Offender check, and Selective Service Registration are 
done prior to contact with the applicant).  This letter is signed by the individual being 
offered employment at the time they come by our office to pick up the Drug Test 
Authorization Form and sign the Initial Notice to Employee/Applicants pre-employment 
drug test form.  If the individual cannot come by our office prior to the drug test being 
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taken, the Contingent Letter and Initial Notice form can be signed when they come in the 
morning of orientation when they complete the payroll paperwork. 
 
                     H.  The job offer is made by calling the individual and offering the position   
                           contingent upon passing the drug test and physical if applicable, 
                           explaining the salary and benefits, and the requested start date.  We 
                           cannot start new hires for the next pay period who we cannot get the 
                           drug test results back by the Thursday morning prior to the Monday’s 
                           orientation.  These individuals will not start until the pay period 
                           following that.  This allows time for paperwork preparation for 
                           orientation.  The applicant should be told that health insurance will be 
                           effective the 1st day of the month following their 30th day of 
                           employment, they will pay a proportion of the cost of the individual 
                           health insurance coverage, and that they will have a 12 month pre 
                           -existing condition waiting period unless they have a Certificate of  
                           Coverage Form from another insurance carrier indicating they have not 
                            had a lapse in coverage of more than 63 days.  If they present a 
                            Certificate of Coverage Form, the 12 month pre-existing condition 
                            waiting period will be offset by the previous coverage held.  Individuals 
                            being hired as Part-time Benefits should be informed of the cost they 
                            will pay for health insurance coverage for themselves. 
 
                            A contingent hire date is established and will be confirmed after receipt 
                            of the drug test results and all other verifications have been completed 
                            (with the exception of vehicle liability insurance coverage levels). 
 
 
 10.  VEHICLE LIABILITY INSURANCE 
 
 The individual must provide verification of vehicle liability insurance coverage in the 
amounts of:  $100,000 Bodily Injury per person, $300,000 Bodily Injury per incident, and 
$50,000 Property Damage if they will be driving their own private vehicle on county 
business at least once per week (within two weeks of hire date).  (The employee cannot 
come off probation until insurance is increased to the appropriate levels). Current 
employees transferring or being promoted must also provide verification of this liability 
insurance coverage if they will be driving their own vehicle on county business at least 
once per week. 
 
 

11.  DRUG TEST AND PHYSICAL 

 
The job offer is made contingent upon passing a pre-employment drug test or, depending 
on the position, a drug test and physical with back exam.   
 

A. EMS personnel have a drug test, physical with back exam, spirogram, and 
physical agility/strength test.  The physical agility/strength test is performed by 
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EMS staff as part of the interview process.  The drug test and physical must be 
done at Pro-Med. 

B. Telecommunicators, both full-time and substitute, must have a drug test and 
hearing test.   

 
If possible, the individual must come within 24 hours of the job offer to the Human 
Resources Office to pick up the Drug Test Authorization for Pro-Med and sign the Initial 
Notice to Employees/Applicants pre-employment drug test form and the Contingent 
Letter of Job Offer.  If this is not possible, the individual may go directly to Pro-Med 
without the authorization form by 6:00 p.m. (if includes a physical exam) or no later than 
7:30 p.m. (drug test only).   We must contact Pro-Med at (704) 633-4174 from the 
Human Resources Office to authorize the visit and fax the authorization to Pro-Med (Fax 
# 704-637-9980).  The employee must be drug tested within 24 hours of the job offer.  
If the employee is living out of town and cannot come by our office or get to Pro-Med, 
they may go to a Minor Emergency Care Center or private physician in their city for the 
urine drug test that includes a chain of custody procedure.  Rowan County will pay 
between $50 - $100 for the test.  (NOTE:  If the individual has received a drug test and/or 
physical in the last 60 days prior to the job offer, we may accept these tests).   
 
Per Misty Sells at Pro-Med (November 2005) 

 
The pre-employment drug test is a 10-panel test; therefore, the specimens are sent to the 
lab for testing.  If the individual gets to Pro-Med between 8:00 a.m. and 3:30 p.m., the 
drug test will be sent out to the lab that afternoon.  If the individual arrives after 3:30 p.m. 
for the drug test, the test won’t get to the lab until the next afternoon.  We can get verbal 
results on negative drug tests in 2 to 3 days.  For positive drug test results, 5 or more days 
will be required. 
 
12.  REQUESTS FOR HIGHER SALARIES 

 
If the individual requests a higher salary than offered, approval must be obtained from the 
Human Resources Director.  Contact with the department will be made after the Human 
Resources Director makes a decision regarding a salary change in order to keep them 
informed of the progress in the job offer. 
 
13.  CONFIRMATION 

 
When the drug test results are received and they are negative and all preliminary checks 
are done (except vehicle liability insurance coverage), the individual is contacted to 
confirm the start date which should be the beginning of the pay period unless special 
circumstances exist and are approved and their orientation time is set for their 1st day.  
The individual is told of the necessary information needed for orientation including: 

• Driver’s license  

• Social Security Card 

• Diplomas and/or transcripts  

• Voided check for direct deposit 



3/9/2018 10 

• Information on their dependents to be covered by our health insurance  

• Their beneficiaries for their benefits.   
 
Verification of their mailing address must be done at this time.  The department is 
contacted to inform them of the start date and orientation time.  The Human 
Resources Director, HR Analyst I (Benefits) (if orientation is involved), and the HR 
Analyst II are notified of confirmation as well.  Also, e-mail the HR Secretary IV so 
that the job posting can be closed.  Fax, e-mail, or mail the “New Employee 
Checklist” (Attachment E), I-9 Acceptable Document List, and Parking Map to the 
new hire so they will have in writing the necessary information to bring for 
orientation. 

 
If employee is starting in the middle of a pay period, they must come by the HR 

Office on their 1st day of work to complete the following forms: 

 

1. NC4/W4 (State and Federal Tax Withholdings) 

2. I-9 so that the HR Specialist I or HR Secretary IV can complete the 

employment eligibility verification in E-Verify within 3 days of hire. 

3. Direct Deposit (must bring a voided check to attach to form) 

4. Emergency Contact Form 

5. Technology Use Agreement 

 

14.  The HR Secretary IV closes out the job requisition by sending a letter to each 
       applicant interviewed thanking them for interviewing for the position and informing   
       them the position has been filled. 
 
15. The requisition and all applications for the position are maintained in the  
       applicant tracking filing cabinets in the HR work room for a total of 2 years. 
 
16. The employee attends new employee orientation with HR usually on their 1st work   
      day to enroll in their benefits.  A Rowan County ID card is also issued by the 
      Administrative Secretary V in the County Manager’s Office. 

   
 
 



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: Nina Oliver, Public Health Director
DATE: 3-9-3017
SUBJECT: Community Health Center Dental Grant

The Rowan County Smile Center plans to tackle our goal of educating our community’s children on the
benefits of healthy oral health habits and providing quality oral health prevention to children in the Rowan
Salisbury School System. The funding from the Community Health Grant would cover the cost of a portable
sealant unit, clinic medical and office supplies, clinic repairs and maintenance, patient education materials,
staff development and travel, and a marketing campaign to promote awareness of the Smile Center.    We are
requesting $85,264 for cover the cost of a portable sealant unit, clinic medical and office supplies, clinic
repairs and maintenance, patient education materials, staff development and travel, and a marketing campaign
to promote awareness of the Smile Center.    

The Health Department respectfully requests that the Rowan County Board of Commissioners support and
approve this opportunity for the Rowan County Health Department to apply for The Community Health
Centers Grant.

ATTACHMENTS:
Description Upload Date Type
Community Health Center Dental Grant 3/9/2018 Cover Memo



To:  Rowan County Board of Commissioners 

From:  Nina Oliver, Public Health Director  

Elizabeth Davis, Quality Improvement Specialist 

Date:   March 9, 2018 

Re:  Community Health Grant 

Situation  
The Rowan County Smile Center plans to tackle our goal of educating our community’s children 
on the benefits of healthy oral health habits and providing quality oral healthcare to children 
regardless of financial ability. With the Rowan-Salisbury school system, we have implemented 
county-wide dental screenings of elementary students. So far we have completed 2 sealant 
projects and screened 8 elementary schools since 2016. With grant funding we hope to support 
the dental hygienist screen students and conduct sealant projects in schools. Children identified 
through screenings as needing follow-up care can go to the Smile Center. Many families are not 
able to pay for dental care because they lack insurance. This is a barrier the Smile Center 
addressees through the sliding fee scale. The funding from the Community Health Grant would 
cover the cost of a portable sealant unit, clinic medical and office supplies, clinic repairs and 
maintenance, patient education materials, staff development and travel, and a marketing 
campaign to promote awareness of the Smile Center.     
 
Background 
Rowan County Health Department’s Smile Center is one of two pediatric dental clinics in Rowan 
County. We provide compassionate and quality dental care to children 17 and under. We also 
help families take steps to prevent their children from suffering future dental problems. The 
Smile Clinic is the main safety-net provider for the county. We continually provide valuable care 
for populations that are on Medicaid, low-income, uninsured, and vulnerable.  

Assessment 
RCHD is applying for the Community Health Grant from the NC DHHS Office of Rural Health. 
We are requesting $85,264 for cover the cost of a portable sealant unit, clinic medical and office 
supplies, clinic repairs and maintenance, patient education materials, staff development and 
travel, and a marketing campaign to promote awareness of the Smile Center.     
 
Recommendation 
The Health Department respectfully requests that the Rowan County Board of Commissioners 
support and approve this opportunity for the Rowan County Health Department to apply for The 
Community Health Centers Grant. 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

  



 

2018 Community Health 
Grant Budget 
 

Description Price Each Total 

Repair & Maintenance $2,000.00 $2,000.00 

Medical Supplies $45,000.00 $45,000.00 

Office Supplies $3,000.00 $3,000.00 

Patient Education Materials $1,000.00 $1,000.00 

Staff Development $3,000.00 $3,000.00 

Marketing-Community 

Awareness $11,000.00 $11,000.00 

Travel $1,000.00 $1,000.00 

Capital Equipment: Mobil 

Dental Cart w/ Options $14,702.00  $14,702.00 

Capital Equipment: AseptiChair 

Portable Dental Chair  $1,690.00  $1,690.00 

Capital Equipment: Portable 

Dental LED Light $1,195.00  $1,195.00 

Capital Equipment: Portable 

Dental Sterilizer / Autoclave  $1,230.00  $1,230.00 

Capital Equipment: Optisonic 

One Gallon Ultrasonic Cleaner 

and Basket $447.00 $447.00 

Total $85,264.00 $85,264.00 

 



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: March 9, 2018
SUBJECT: DSS Contract - Pinnacle Family Services

Please see the attached agreement.

Please approve the attached FY 2018 agreement between the Rowan County Department of Social Services
and Pinnacle Family Services for Foster Care.

ATTACHMENTS:
Description Upload Date Type
DSS Agreement - Pinnacle Family Services 3/9/2018 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: March 9, 2018
SUBJECT: HR Agreement - Novant Health

Please see the attached agreement.

Please approve the attached agreement between Rowan County and Novant Health for Employee Health
Risk Assessments and Biometric Screenings.

ATTACHMENTS:
Description Upload Date Type
HR Agreement - Novant Health Biometric
Screenings 3/9/2018 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: Sheriff Kevin Auten
DATE: 03-09-18
SUBJECT: Resolution for Involuntary Commitment Transport Services

Agreement regarding Involuntary Commitment Transportation Services that will be of a tremendous
assistance to the Rowan County Sheriff's Office and Rowan County Citizens.

To approve and sign the Resolution.

ATTACHMENTS:
Description Upload Date Type
Cover Letter 3/12/2018 Cover Memo
NCGS 122C-251 3/12/2018 Cover Memo
Resolution 3/12/2018 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: Mary Knapp, Relay For Life of Rowan County Marketing/ Lead 2018
DATE: 03/19/2018
SUBJECT: Proclamation for Relay for Life "Paint the County Purple" Week

ATTACHMENTS:
Description Upload Date Type
Proclamation 3/12/2018 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: Jason Burnett, Deputy Fire Chief/Secretary, Board of Directors
DATE: March 12, 2018
SUBJECT: South Salisbury Fire Department Request for Completion of County Documentation

ATTACHMENTS:
Description Upload Date Type
Request 3/12/2018 Cover Memo
Letter to Be Signed By Chairman 3/12/2018 Cover Memo
Funding Schedule 3/12/2018 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: March 9, 2018
SUBJECT: Request for Qualifications for Professional Engineering Services for Roadway Design and

Construction

Please see attached memo.

Please approve negotiating a contract with McGill Associates for engineering services related to the design
and construction of a new roadway off of Julian Road.

ATTACHMENTS:
Description Upload Date Type
Memorandum 3/13/2018 Backup Material







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: March 9, 2018
SUBJECT: Contract for Law Enforcement Memorial

Please see attached information.

Please approve a contract with Salisbury Marble and Granite Company for the Law Enforcement Memorial.

ATTACHMENTS:
Description Upload Date Type
Memorandum 3/13/2018 Backup Material



















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: March 13, 2018
SUBJECT: Authorize County Manager To Go Out For Bids For Casings

The Board approved partnering with the North Carolina Department of Transportation to construct casings
for water and sewer on January 16, 2018.  The price has been revised from $891,000 to $1,045,000.  This
agenda item authorizes the County Manager to go out for bids for the construction of casings for water and
sewer.

ATTACHMENTS:
Description Upload Date Type
No Attachments Available



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: Karen Lilly-Bowyer, HLC Chair
DATE: March 9, 2017
SUBJECT: Public Hearing for HLC 01-18

On September 9, 2017, the Rowan County Historic Landmarks Commission (HLC) received an application
from Charles and Luther Sowers to establish the Griffith-Sowers House as a Rowan County historic
landmark. T he Griffith-Sowers House is located at 5050 Statesville BLVD, further referenced as Rowan
County Tax Parcel 315-003.  The applicants wish to designate the interior and exterior of the house, along
with the surrounding 120 acres of land.
 
While the HLC did vote to recommend the designation of the exterior of the home and 30 acres, it became
apparent after subsequent discussion with Planning Staff designating this amount of acreage would be
problematic and therefore landmark status should focus entirely on the house exterior. 

Conduct Public Hearing, consider landmark designation ordinance, and approve / deny / table HLC 01-18.

ATTACHMENTS:
Description Upload Date Type
Staff Report 3/9/2018 Exhibit
Draft Designation Ordinance 3/9/2018 Exhibit
SHPO Review Letter 3/9/2018 Exhibit
National Register Documentation 3/9/2018 Exhibit
Pictures 3/9/2018 Exhibit
GIS Map 3/9/2018 Exhibit
Application 3/9/2018 Exhibit



 

 
 

MEMORANDUM 
 
TO:  Chairman Edds and the Rowan County Board of Commissioners    
FROM: Karen Lilly-Bowyer, HLC Chair 
DATE:            March 8, 2018 
RE:                 HLC 01-18 
 

 
 
 
 
 
 
 
 

 
On September 9, 2017, the Rowan County Historic Landmarks 
Commission (HLC) received an application from Charles and Luther 
Sowers to establish the Griffith-Sowers House as a Rowan County 

historic landmark.  The Griffith-Sowers House is located at 5050 Statesville BLVD, 
further referenced as Rowan County Tax Parcel 315-003.  The applicants wish to 
designate the interior and exterior of the house, along with the surrounding 120 acres of 
land. 
 

The Rowan County HLC’s mission is to identify and inventory 
properties within the county having historical, pre-historical, 
architectural, and cultural significance, and make 

recommendations to the County Commissioners regarding sites, areas, structures, and 
objects to be designated as “Historical Landmarks”. Since the HLC was established in 
2003, the Commission has recommended five (5) other structures for designation:  
 

 Kerr Mill – Approved February 20, 2006 
 The Richard Wainwright Barber Farm – Approved July 7, 2008 
 Organ Zion Lutheran Church – Approved September 6, 2010 
 Peter Kern House – Approved August 3, 2015  
 The Historic Neely School – Approved October 16, 2017 

402 North Main Street  Suite 204 
Salisbury, NC 28144 
Phone: 704-216-8588 |  Fax: 704-216-7986 
Aaron.Poplin@rowancountync.gov 

SUGGESTED BOARD OF COMMISSIONERS ACTION 
 
   Receive report from HLC chair     Conduct public hearing      Close 
hearing & discuss      Motion to approve / deny / table HLC 01-18 and the 
designating ordinance 
 

REQUEST 

BACKGROUND 

Rowan County Board of Commissioners  
HLC 01-18 
March 19, 2018 
 Page 1 



 
 
The HLC wishes to recognize the Griffith-Sowers for historic designation because it is an 
important example of twentieth-century inter-war period building in Rowan County, 
reflecting both the Colonial and Classical Revival styles popular in the period and 
country house architecture of which it is one of two significant surviving examples in the 
county, the other example being Eastover located on US 29 North of China Grove. The 
house was designed for James Francis Griffith and his wife in 1930 by the English-born 
Salisbury engineer Percy Bloxam. 
 
The house began construction in late 1930. By 1932 Alfred Ross Lazenby had completed 
the flush-sheathed exterior of the house, covered it with a slate roof, and brought the 
partitioned, sub-floored interior to the point it was ready for plaster when the Griffiths 
suffered financial reverses and defaulted on a mortgage. At that time, it was the largest 
house in rural Rowan County and one whose size and ambition was equaled or exceeded 
only by the Hambley-Wallace House and the Walter Franklin McCanless House, both in 
Salisbury. On April 8, 1933, the property was put up for auction and on April 19, 1933, 
the property was conveyed to Jesse Lewis Sowers, the Superintendent of Mails at the 
United States Post Office in Salisbury. 
 
The exterior of the house was finished in 1933 with no significant changes thereafter. The 
interior of the house was completed in stages from 1934 through 1940, with additional 
interior changes made in 1962. 
 
On September 9, 2009, the Griffith-Sowers house and adjacent thirty acres were entered 
into the National Registry of Historic Places.   
 

On December 22, 2017 Planning Staff received 
comments from Amber Kidd, SHPO staff member, 
regarding local designation application for the 
Griffith-Sowers house.  Ms. Kidd stated the house 
has local significance in the area of architecture 

being an important example of Colonial Revival-style architecture from the inter-war 
period and also is an important local representation of the country house movement.  Ms. 
Kidd also recommended a map of the designated area and updated photographs of the site 
would be helpful to the Board of Commissioners in making their determination.  The 
HLC believe to have sufficiently addressed the completeness of the Griffith-Sowers 
house report with their addition of updated photographs and a map of the area to be 
designated. 
 

Based on these comments and the revised report, the HLC 
recommends approval of the Griffith-Sowers House as a 
Rowan County historic landmark. After reviewing the 

application, an on-site investigation of the property, and extensive research, the HLC 
deems the Griffith-Sowers House to be of special significance in terms of its historical 

HLC COMMENTS  

STATE HISTORIC 
PRESERVATION OFFICE 

COMMENTS  

Rowan County Board of Commissioners  
HLC 01-18 
March 19, 2018 
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and cultural importance, and to possess integrity of design, setting, workmanship, 
materials, and character. 
 
On February 13, 2018, the HLC conducted a courtesy hearing to receive comments 
regarding the Griffith-Sowers designation. The only non-board member present for the 
meeting was the applicant, Luther Sowers.  On a vote of 5-0, the HLC recommended 
landmark designation for the exterior of the Griffith-Sowers House along with the 
adjacent 30 acres.   
 

The adjacent 30 acres to the Griffith Sowers 
House were included in the National Registry 
designation and described as “… historically 

associated with the house, that enframe it and its outbuildings, and comprise critical 
immediate parts of its viewshed.” However, Planning Staff could neither discern the 
boundaries of this acreage total nor determine how elements within the acreage are 
“integral to its historic significance” as required in section 9.5-31 of the Historic 
Landmarks Ordinance for designation of landmarks.  Designating 30 acres of viewshed 
begins to blur the line between a historic district and a locally designated historic 
landmark.  Historic districts are more common in municipalities where neighborhoods or 
blocks are collectively grouped into a district rather than the individual designation of 
each landmark structure.  While this certainly would not establish a “district”, it would 
require a Certificate of Appropriateness before the HLC prior to any proposed change 
within this 30 acre area. 
 
Planning Staff shared these concerns with Chair Lilly-Bowyer, who after the courtesy 
hearing agreed would be problematic for the HLC to conceivably be responsible for 30 
acres.  While there could be instances were a significant number of acreage warrant 
consideration in a designation, it became apparent this applicant should not follow the 
National Register inclusion of 30 acres. 
 
Staff does support the designation of the Griffith-Sowers House exterior as a local 
Historic Landmark. 

PLANNING STAFF COMMENTS  
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AN ORDINANCE DESIGNATING THE GRIFFITH-SOWERS HOUSE  
IN THE JURISDICTION OF ROWAN COUNTY, NORTH CAROLINA 

AS A LOCAL HISTORIC LANDMARK 
 
  
 
 WHEREAS, the Rowan County Historic Landmarks Commission has made an 

investigation and recommends the following property be designated a historic 
landmark; and 

 
WHEREAS, the North Carolina Department of Cultural Resources has made a 
determination that the following property is eligible to be designated a historic 
landmark; and 

 
WHEREAS, on the 19th day of March, 2018 a public hearing was held in the J. 
Newton Cohen, Sr. Room, in the J. Newton Cohen, Sr. Building, Salisbury, NC, 
by the Rowan County Board of Commissioners to determine whether the Griffith-
Sowers House should be designated as a local historic landmark; and  
 
WHEREAS, all the prerequisites to the adoption of this ordinance as prescribed in 
Part 3C, Article 19, Chapter 160A of the North Carolina General Statutes have 
been met; and 
 
WHEREAS, the Griffith-Sowers House is believed to be one of the two 
significant surviving examples of 1930s country houses in Rowan County; and 
 
WHEREAS, the Griffith-Sowers House is a unique example of both Colonial 
Revival and Classical Revival style architecture; and 
 
WHEREAS, construction of the Griffith-Sowers House began circa 1930; and  

  
WHEREAS, on the 9th day of September, 2009, the Griffith-Sowers House was 
entered into the National Registry of Historic Places; and  

 
WHEREAS, the Griffith-Sowers House is an important historic resource worthy 
of preservation, 

  

 1 



NOW, THEREFORE, BE IT ORDAINED BY THE ROWAN COUNTY BOARD OF 
COMMISSIONERS THAT: 
 
 

1. The Griffith-Sowers House at 5050 Statesville Blvd. in the County of Rowan 
is hereby designated as a Local Historic Landmark pursuant to Part 3C, 
Article 19, Chapter 160A of the North Carolina General Statutes.  This 
property is presently owned by John Luther Sowers and Charles Lewis 
Sowers and is further identified as part of Rowan County tax parcel 315-003. 

 
2. The significant features of the building’s exterior located on said property 

may not be moved, demolished, materially altered, restored or removed 
without a Certificate of Appropriateness being issued by the Historic 
Landmark Commission of Rowan County.  Any application for the demolition 
of this building shall require the waiting period set forth in the Historic 
Landmarks Ordinance.   

 
3. Nothing in this ordinance shall be construed to prevent the ordinary 

maintenance or repair of any architectural feature in or on the said building 
and property that does not involve a change in design, material or outer 
appearance thereof, nor to prevent the construction, reconstruction, alteration, 
restoration, demolition or removal of any such feature when a Rowan County 
building inspector or similar official certifies to the Historic Landmarks 
Commission that such action is required for the public safety because of an 
unsafe or dangerous condition.  Nothing herein shall be construed to prevent 
the property owner from making any use of this property not prohibited by 
other statutes, ordinances or regulations. 

 
4. A suitable sign or plaque shall be posted indicating the property has been 

designated as a local historic landmark and containing any other appropriate 
information.  If the owner consents, the sign or plaque shall be placed upon 
the building or property.  If the owner objects, the sign or plaque shall be 
placed on nearby public right-of-way. 

 
5. The owner and occupants of the building known as the Griffith-Sowers House 

shall be given notice of this ordinance as required by applicable law and 
copies of this ordinance shall be filed and indexed in the offices of the Rowan 
County Register of Deeds, the County’s Chief Building Inspector and the 
Rowan County Tax Supervisor as required by applicable law. 

 
6. Rowan County Ad Valorem Tax Implications: Taxpayer shall be eligible for 

tax treatment and assessment according to NCGS 105-278 for only that 
portion of the total property subject of this ordinance and designation as a 
Historic Landmark. 
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Read, approved, and adopted this ____ day of _________, 2018 
 
 
_______________________________ Greg Edds, Chairman 
 
 
ATTEST:   _______________________ 
 
Carolyn Barger, MMC, NCCCC, Clerk to the Board / Assistant to the County Manager 
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North Carolina Department of Natural and Cultural Resources 
State Historic Preservation Office 

Ramona M. Bartos, Administrator 
Governor Roy Cooper                             Office of Archives and History  
Secretary Susi H. Hamilton                                                     Deputy Secretary Kevin Cherry 

                                                                                                    

Location: 109 East Jones Street, Raleigh NC 27601     Mailing Address: 4617 Mail Service Center, Raleigh NC 27699-4617   Telephone/Fax: (919) 807-6570/807-6599 

December 22, 2017 

 

Aaron Poplin 

Rowan County Planning & Development 

402 North Main Street, Suite 204 

Salisbury, NC 28144 

 

RE: Landmark Designation Report for the Griffith-Sowers House, 5050 Statesville Boulevard, 

Salisbury, Rowan County 

 

Dear Mr. Poplin: 

 

Thank you for the report for the Griffith-Sowers House, located at 5050 Statesville Boulevard in 

Salisbury.We have reviewed the information in the report and offer the following comments in accordance 

with North Carolina General Statute 160A-400.4.  

 

The Griffith-Sowers House possesses local significance in the area of architecture.  Designed by English-

born Salisbury engineer Percy Bloxam and constructed by Alfred Ross Lazenby, the house is an important 

example of Colonial Revival-style architecture from the inter-war period, as well as, an important local 

representation of the country house movement.  Construction of the house began c.1930, and concluded 

when the interior was brought to completion in c. 1962 following Bloxam’s original plans.  

 

The designation report should clearly identify if the interior of the house, the grounds, or secondary 

buildings are being proposed for landmark designation. Current photographs and detailed descriptions of 

elements proposed for landmark designation should also be included in the report. A map outlining the 

proposed boundary for landmark designation is missing from the report and should be added prior to 

designation.  Once these missing elements have been included, we believe the report will provide sufficient 

information for the commission and local governing board to determine whether the Griffith-Sowers House 

(and additional acreage) possess the requisite special significance and integrity for local historic landmark 

designation.  
 

While the property may contain significant archaeological resources, it is more likely they would be 

associated with the occupation of the property prior to the construction of the c. 1930s Griffith-Sowers 

House. North Carolina archaeology site 31RW171, lies adjacent to the Griffith-Sowers House and was 

recorded by North Carolina Department of Transportation (DOT) archaeologists in 1997, prior to the 

planned widening of US 70. The site was described as a low density lithic scatter and was determined not 

eligible for listing in the National Register of Historic Places. However, care should be taken to avoid 

inadvertent damage or destruction to any potential resources during ground disturbing activities in areas 

near extant and former locations of historic structures on the property. 
 



 

 

Landmark designation means the community recognizes a property as an important historic resource 

worthy of preservation. Any substantial exterior design changes to a designated landmark are subject to the 

design review procedures of the Rowan County Historic Landmarks Commission. The owner may apply 

for an annual deferral of fifty percent of the property taxes for as long as the property is designated and 

retains significance and integrity.   

 

If the local governing board wishes to extend the Commission’s design review authority to significant 

features of the interior, the owner must give written consent. The designation ordinance must specify the 

features and describe the nature of the Commission’s design review authority over them. 

 

Thank you for giving us the opportunity to comment on the report. Our comments are advisory only and are 

not binding. Once the governing board has received a recommendation from the Rowan County Historic 

Landmarks Commission and has proceeded in the same manner as would otherwise be required for an 

amendment to the zoning ordinance, the governing board may proceed with the designation decision. Once 

the designation decision has been made, please return the completed designation confirmation form, 

enclosed. 

 

This letter serves as our comments for the proposed landmark designation of the Griffith-Sowers House. 

Please contact me at 919-807-6575 should you have any questions about our comments. 

 

Sincerely, 

 

 
 

Amber E. Kidd 

Local Preservation Commissions / CLG Coordinator 

 

CC: Commission Chair 

 

Enclosure 
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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: Ed Muire, Planning Director
DATE: March 8, 2018
SUBJECT: Public Hearing: 2018-19 HOME Action Plan

HOME Application
As a member of the Cabarrus / Iredell / Rowan HOME Consortium, Rowan County anticipates receiving
approximately $147,366 in project funds for FY 2018-2019.  The scope of the FY 18-19 program will provide
housing rehabilitation to at least four (4) owner occupied homes in the County.  The County’s application for
submittal to the City of Concord accompanies this memorandum.
 
Staff anticipates the required match for participation [25% of project funds] will need to be a cash contribution of
approximately $36,842 from Rowan County.
 
 

RECOMMENDATION
Conduct Public Hearing
Approve 2018-19 HOME Application for submittal to City of Concord, NC
Authorize County Manager to sign the 2018-19 HOME Application
Budget necessary match for HOME activities in the FY 18-19 Rowan County Budget 

ATTACHMENTS:
Description Upload Date Type
Staff Memorandum 3/8/2018 Cover Memo
2018-19 HOME Application 3/8/2018 Exhibit
HOME Activities Boundary Map 3/8/2018 Backup Material



 

 

 

Rowan County Planning and Development Department 
402 North Main Street � Room 204 � Salisbury, N.C. 28144-4341 

Phone: 704-216-8588 � Fax: 704-216-7986 

 

 

MEMORANDUM 
 

TO:  Chairman Edds and Board of Commissioners 

FROM:  Ed Muire, Planning Director 

DATE:  March 8, 2018  

RE:  Public Hearing for HOME Application / Consortium Participation 

  

HOME Application 

As a member of the Cabarrus / Iredell / Rowan HOME Consortium, Rowan County anticipates 

receiving approximately $147,366 in project funds for FY 2018-2019. Unlike previous program years, 

Staff anticipates the required match for participation [25% of project funds] will need to be a cash 

contribution of approximately $36,842 from Rowan County.   

 

The scope of the FY 18-19 program will provide housing rehabilitation to at least four (4) owner 

occupied homes in the County.  The County’s application for submittal to the City of Concord 

accompanies this memorandum.  

 

 

STAFF RECOMMENDATIONS   

� Authorize County Manager to sign the 2018-19 HOME Application 

 

 

 



 

 

CABARRUS-IREDELL-ROWAN HOME CONSORTIUM 
 

 

 

222000111888---222000111999   

AAAPPPPPPLLLIIICCCAAATTTIIIOOONNN   FFFOOORRR   HHHOOOMMMEEE   

FFFUUUNNNDDDIIINNNGGG   

 

 

 

 

 

 

 

 

 

 

      

 

 

   

AAAPPPPPPLLLIIICCCAAATTTIIIOOONNNSSS   DDDUUUEEE   MMMAAARRRCCCHHH   333000,,,   222000111888   
 
 
 

Submit application to: 
 

City of Concord 

Attn: Pepper Bego 

Planning & Neighborhood Development Department 

P.O. Box 308 

Concord, NC 28026 

704-920-5133 

begop@concordnc.gov 
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SECTION I 

 

AAPPPPLLIICCAATTIIOONN  IINNFFOORRMMAATTIIOONN  
  
 
 

Full Legal Name of Applicant: Rowan County 

 

  

 Applying as:     Consortium HOME Subrecipient   

      CHDO     

  
 

Address: 402 N. Main St. Room 204 

City/State/Zip: Salisbury, NC 28144 

Telephone Number: 704-216-8599 

    Contact Person: Ed Muire 

     Title: Planning Director 

     Telephone Number: 704-216-8599 E-Mail:  ed.muire@rowancountync.gov 

Name of Project: Rowan County HOME Program 

Total funds requested:  $147,366.00 
(DO NOT include Admin funds in total) 

 
 
 
   
 
 
 
 
 
 
  
To the best of my knowledge and belief all data in this application are true and current.  The 
document has been duly authorized by the governing board of the applicant. 
 
 
 
 
 

Signature: 
   

 Certifying Official  Date 
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SECTION II 

 

PROJECT DESCRIPTION 
 
 

Project/Program Title: Rowan County HOME Program 

Project/Program Location: Scattered Sites 
 
 
II (a)   Type of Activity (check one) 
 
 __ _ New construction for Homeownership ____ New construction for rental 
 
 _X _ Owner-Occupied Rehabilitation   ____ Rental Rehabilitation   
 
 ____ Acquisition/Rehab/Resale __ _  Down Payment Assistance 
 
          Other (specify):            
 
 
II (b)   Goals and Objectives  (Provide a written description of your goals and objectives.  Also provide 

a copy of your Needs Assessment hearing minutes and notice.) 
 

 

The goal and objective for Rowan County’s HOME Program is to provide housing 
rehabilitation assistance to qualified homeowners within the County limits.   
             
    

PLEASE PLACE A CHECK MARK BESIDE YOUR OBJECTIVE AND A CHECK MARK BY THE INTENDED OUTCOME. 
 

Objective and Outcome  

Objective (check one)  Outcome (check one)  

(1) Create suitable living environment X (1) Availability/accessibility  

(2) Provide decent affordable housing  (2) Affordability X 

  (3) Sustainability  

 
 
 
II (c)  Short Description.   One or two sentences stating the number and type of housing or other 
units expected to result from this project and the targeted client group.  State both total number 
of units in project and number to be assisted with HOME.  Also explain how this project will 
benefit low and very low income individuals and how this will be documented. 
 
 
The Rowan County HOME Program will provide rehabilitation assistance for four (4) homes of 
individuals who receive 80% or less of the area median family income.  
 
 
 
 
 

2016 HOME Application 
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II (d)  Project Description.   Please provide a detailed narrative description of the project 
below (or on an attached page), addressing all of the following questions.  Please check each 
box below to show that you have addressed the question, and insert information directly in blank 
space below question. Where the question is not applicable or no information is available, insert 
N/A. 
 

Rowan County will use the 2018-19 HOME funding allocation to provide housing 
rehabilitation to four (4) households within the County limits for individuals/families who are 
80%  or less of the median area income.  Projects will be located in the non-entitlement areas of 
Rowan County.  The entitlement areas are defined as the city limits of both the City of Salisbury 
and the City of Kannapolis.  Rowan County has contracted with Salisbury Community 
Development Corporation (Salisbury CDC) in Salisbury, North Carolina, to administer the 2018-
19 HOME Program.  
 

Rehabilitation Project  

 

Through rehabilitation assistance, the County will create suitable living environments for 

low to moderate income county homeowners and provide increased affordability for these 

households. To accomplish this goal, we will provide energy efficient improvements and limit 

some long term maintenance of their homes through the comprehensive improvements provided.  

All Rowan County homeowners, who live in the non-entitlement areas of the County will be 

encouraged to apply for assistance without regard to their race, color, religion, sex, national 

origin or handicap.  Applicants must meet program and HUD income guidelines to be eligible.   

 

Qualified owner-occupied family units will be inspected; a work write up and cost 

estimate will be prepared, which will include energy and water efficient products where 

applicable and contractors will be invited to bid on the designated work.  Rehabilitation contracts 

will be awarded to lowest qualified contractor.  Section 8 contractors and women/minority 

owned contractors will be encouraged to bid on rehabilitation projects.  Homes built prior to 

1978 will have lead-based testing done with only certified lead abatement contractors providing 

lead removal or abatement.  

 

The funding is provided by the County as a grant at zero percent interest (0%) which will be 

forgiven at a rate of 20% per year beginning the 61st month after work is completed.  The 

homeowner may not sell, refinance, rent or change the ownership status of the home until the 

grant is forgiven unless repayment of the remaining balance is made. 
 

A general base map is included as an Attachment to this application. 

  
   
Property Acquisition  
 

  Has agency acquired real property in order to carry out the project, or is property 
acquisition planned?   N/A 

 
  Has property owner been informed of your intention to use federal funds for this 
project?  If so, attach letter.  N/A 
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 Is the property currently occupied?  If so, state the number of tenants and describe in 
detail how you will determine relocation needs and help occupants to relocate in 
accordance with Uniform Relocation Act.  Include the cost of this in your budget. If you 
have issued a General Information Notice to tenants informing them of their rights to 
relocation assistance, attach a copy.   N/A 
 
 

   Is the property historically designated or in an historic district?   ____N/A___________ 
 
 

Construction Information 
 

  How many units will be   

Newly constructed  Rehabilitated  4 Provided DPA  

Acquired  Demolished/Cleared    

 
   Will the project participate in an externally monitored energy efficiency program (e.g.   
Energy Star, Advanced Energy)? 

 
Yes: ___ ___ (provide details).  No: ___X_____  

 

 
   Will any of the units have full ADA accessibility?   If  so, how many? 

 

ADA accessibility will be provided as needed based on the needs of the family  

     being assisted. 

 
Lead-Based Paint   (REHAB PROJECTS ONLY) 
 
Describe in detail how you plan to address lead-based testing and abatement or hazard 
control on any property built before 1978. 
 

Rowan County has contracted with Salisbury Community Development Corporation 

(Salisbury CDC) located in Salisbury, North Carolina, to administer the HOME Program.  

Salisbury CDC will order lead-based paint testing on all units built prior to 1978.    If it is 

determined that lead-based paint is in the unit, abatement will be part of the rehabilitation 

and will be let out for bids by a certified / qualified abatement or hazard control contractor. 
 
 

II (e)  Affordability, Marketing, & Supportive Services 
 
 

  What are the proposed rents or sales prices for completed housing units?  For rental 
units, also estimate utility costs.   N/A 
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  What is your process for marketing to ensure an adequate pool of income-eligible 

renters or buyers?   N/A 
 

  What steps are planned to ensure long-term affordability of housing units, including 
subsidy recapture, equity sharing, buy-back options, long-term lease, etc. ?  N/A 

 

                 
  Do you require beneficiaries to attend homebuyer education classes?   N/A 

 
 

II (f)  Fair Housing Activities  
    

Please describe the Fair Housing activities you plan to undertake in the upcoming program 
year. 
ACTIVITIES DATES 

The County will publish notice in the Salisbury Post 
regarding its Fair Housing Complaint procedures  

January – March 2018 

The County will partner with Salisbury CDC to host a Fair 
Housing Forum in April 2018 with a member of the NC 
Human Relations Commission presenting.  This forum will be 
open to the public and local municipalities.   

April – June 2018 

The County will update its list of local realtors who are 
available to assist in locating housing for anyone needing 
assistance. 

July – September 2018 

The County will distribute Fair Housing pamphlets to 
lending institutions. 

October – December 2018 

The County will verify and update information on its 
website related to Title VIII compliance. 

January – March 2019 

The County will specifically target Rowan County Health 
and Social Service Departments regarding the type and 
availability of assistance offered for citizens and methods 
of referral related to housing discrimination. 

April – June 2019 

 

 
II (g)  Project Team   
 

Identify the project team by name, job title, and employment status (employee, 
independent contractor, or volunteer), and their specific responsibilities in this project.  If the 
team is not yet assembled, then describe how you will select them. (Attach additional pages if 
necessary.) 

 

The Salisbury CDC project team consists of the following members: Chanaka Yatawara, 

Executive Director, serves as the leader of the organization; Mary L. Powell-Carr, Project 

Administrator, is responsible for overseeing the completion of projects and file 

documentation; and Ed Muire Planning Director for Rowan County, who is responsible for 
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annual planning and reporting to ensure projects are completed in accordance with the 

Consolidated Plan.  
 

 

For Rehab Projects Only:  List all project staff who have completed training in Lead Safe                                         
Work Practices (with date) or have any more extensive training in Lead Based Paint hazard 
control. 
 

N/A 

 

 

II (h)   Timetable.   

Please complete a detailed and realistic timetable showing when each work task will be 
completed (e.g. planning, obtaining financing commitments, design, environmental review, 
bidding, loan closing, construction, final inspection, occupancy, etc.).  The larger the project, the 
more detail we expect to see.  You may add work tasks; where existing task does not apply, 
insert N/A. 
 
 

Work Tasks Date to be Completed 

Planning 12/21/2018 

Acquisition N/A 

Obtaining Financial Commitments N/A 

Design N/A 

Environmental Review As needed per home 

Construction N/A 

Rehabilitation 12/21/2019 

Loan Closing N/A 

Occupancy N/A 

  
 
 
II (i) Client/Area Demographics.  Please complete the following tables to the best of your 

ability. Show actual or estimated numbers of beneficiaries, not percentages, in each 
category.  In general you should count households as the beneficiaries for housing 
programs and persons for non-housing programs.   

  
Income Group Number 

<30% of area median income (AMI) 1 
31-50% of AMI 1 
51-80% of AMI 2 
>80% of  AMI* 0 

TOTAL 4 
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Special Needs Beneficiaries (if applicable) 
 

 

 

 

 

 

 

SECTION III 

 

PROJECT BUDGET AND FUNDING 
 
 
III (a)  Budget  

Show all funding sources for the project or projects you plan to undertake. Be sure to 
include program income. 

 
Project Revenue 

 
 Source Amount 

HOME funds being requested  $147,366.00 

HOME funds from prior year(s)   

HOME Program Income   
   
Other Federal Funds   

State/Local Funds (list) Rowan County (cash contribution) 36,842.00 

Bank Loans   

Other Cash Contributions   

Private Grants   

   

 Total Funds Available*  184,208.00 
 

* This total should be the same as your “Total Development Costs” total in the Estimated Costs table on page 7. 

 
 
Provide the details of all loans and/or grants, other than HOME, listed above for the project. 

 
 
 
 
 
 
 

Category Number 

Elderly (over 60) N/A 
Disabled (not elderly) N/A 
Homeless N/A 
People with HIV/AIDS N/A 
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III (b)  HOME Match (HOME funded projects only) 

 

List the project revenues that will count as matching funds (non-federal funds that are 
permanently contributed to the project).  Include any in-kind contributions of materials and 
labor, including sweat equity, at $10 p.h.   If in doubt whether funds will count as match, 
please call Pepper Bego at (704) 920-5133. 

  
 

Revenue Source Amount 

Rowan County (cash contribution) 36,842.00 
  
  

 

III (c)  Estimated Costs  
 
Be as detailed as possible.  Add or amend categories as needed.   The second column should 
cover total project costs (including those met from HOME).  The third column shows how much 
of each line item is to be met from HOME.  Totals must be consistent with the revenues shown 
in section IIIA.   

 

Category 
(add/amend as needed) 

Total Costs This grant only 

Down Payment Assistance $ $ 

Acquisition $ $ 

Relocation $ $ 

Demolition/Clearance $ $ 

Site improvements $ $ 

Rehabilitation $147,366.00 $147,366.00 

New construction $ $ 
Professional Fees (appraisal, 
architect, etc.) $ $ 
Agency project delivery costs (10% 
maximum of total project cost) $ $ 

Other $36,842.00 $36,842.00 
 $ $ 

*Total Development Costs $184,208.00 $184,208.00 

  
* The total in the “Total Cost” column should be the same as your “Total Funds Available” 
total in the Project Revenue  table on page 6. 
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SECTION IV 

 

 

DISCLOSURE OF POTENTIAL CONFLICTS OF INTEREST 
 
Are any of the Board Members or employees of the agency which will be carrying out this 
project, or members of their immediate families, or their business associates: 

a)  Employees of or closely related to employees of your agency  
or the member government through which this application is made:       YES ___  NO _ X_   
    

b)  Members of or closely related to members of City Council              YES ___  NO    X     
or Commission of the member government through which this  
application is made:  
       

c)  Current beneficiaries of the program for which funds are requested:    YES ___  NO _ X _  

d) Paid providers of goods or services to the program or having other   
financial interest in the program:     YES ___  NO _ X    

 
 
If you have answered YES to any question, please attach a full explanation.  The existence of a 
potential conflict of interest does not necessarily make the project ineligible for funding, but the 
existence of an undisclosed conflict may result in the termination of any grant awarded. 
 
 
 
 
 
 
 
 
 
 
 
  

Signature of Certifying Official Date 
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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: Shane Stewart, Assistant Planning Director
DATE: March 9, 2018
SUBJECT: Quasi-judicial Hearing for CUP 01-18

On behalf of Cellco Partnership d/b/a Verizon Wireless, attorney Laura Goode is requesting a conditional use
permit to accommodate a 165 foot wireless support structure (a.k.a cell tower) at 280 Rimer Road referenced
as Tax Parcel 422-179.  Verizon Wireless has an identified need to improve  coverage and capacity within the
Mt. Hope Church Road area southwest of the Town of Faith they determined could be accomplished by the
construction of a new tower at the requested location.

Conduct quasi-judicial hearing, 3 separate motions to adopt findings of fact, and motion to approve / deny
/ table CUP 01-18. 

ATTACHMENTS:
Description Upload Date Type
Chairman's Speech 3/9/2018 Exhibit
Staff Report 3/9/2018 Exhibit
Cellco Information Binder 3/9/2018 Exhibit
GIS Map 3/9/2018 Exhibit
City Scape Application Review 3/9/2018 Exhibit
Procedural Checklist 3/9/2018 Exhibit
Application 3/9/2018 Exhibit



Greg Edds, Chairman 
 
 

CUP 01-18 CHAIRMAN’S SPEECH 
 

 
The hearing for consideration of CUP 01-18 is now in session and will focus on an 

application submitted by Laura Goode on behalf of Cellco Partnership to construct a 165 
foot wireless support structure on Tax Parcel 422-179 located at 280 Rimer Road. 

 
If you feel that any member of the Board may have a conflict of interest in hearing 

the case, please address the Board now prior to any testimony or information being 
presented. 

 
When the Board enters into deliberations to decide the case, no further testimony may 
be presented.  The Board will render one of the following three decisions: 
 

1. Approve the permit as requested or with additional conditions; 
2. Continue the request; or 
3. Deny the request. 
 

All parties who plan to testify in this case may come forward and be sworn in.  
Those who testify must state their name and address at the podium for the benefit of the 
Board’s Clerk.  All material presented must be given to the Clerk and will become part 
of the record.  This Board can only accept sworn testimony.  No hearsay evidence is 
admissible. 

 
Shane Stewart will present the case for the County. 



 
 

Rowan County Planning and Development Department 
402 North Main Street, Suite 204 • Salisbury, NC 28144-4341 

Office: 704-216-8588 Fax: 704-216.7986 
 

MEMORANDUM 
 
TO:  Chairman Edds and Rowan County Board of Commissioners 
FROM: Shane Stewart, Assistant Planning Director  
DATE:             March 7, 2018 
RE:                  CUP 01-18 
 

 
On behalf of Cellco Partnership d/b/a Verizon Wireless, attorney Laura 
Goode is requesting a conditional use permit to accommodate a 165 
foot wireless support structure (a.k.a cell tower) at 280 Rimer Road 

referenced as Tax Parcel 422-179.  Verizon Wireless has an identified need to improve  
coverage and capacity within the Mt. Hope Church Road area southwest of the Town of 
Faith they determined could be accomplished by the construction of a new tower at the 
requested location. 
 

Federal and state laws recognize the development of 
wireless service infrastructure as necessary in 
maintaining the public health and safety through 
communication services for the general public, 

government agencies, and first responders.  As a result, clear regulatory boundaries are 
established for local governments to regulate wireless service providers, which ensure a 
better understanding of expectations and timeline for obtaining approvals for the wireless 
service industry.  North Carolina General Statute (NCGS) section 153A 349.52 (c) 
indicates local regulations may consider public safety, land use, aesthetics, land use based 
location priorities, design, dimensional standards, and consideration of existing facilities 
within the applicant’s search ring.  Alternately, local governments are prohibited from 

SUGGESTED BOARD OF COMMISSIONERS ACTION 
 
 

   Sworn oath for those testifying      Receive staff report      Petitioner 
 comments      Testimony from others      Close hearing and discuss        

   Three separate motions to adopt findings of fact      Motion to Approve /  

Deny / Table  CUP 01-18 
 

REQUEST 

TELECOMMUNICATION 
REGULATIONS 

Rowan County Board of Commissioners 
CUP 01-18 
March 19, 2018 
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requiring information concerning the applicant’s service area, customer demand, quality 
of service, or other information deemed proprietary. 
 

Section 21-60 (3) of the Zoning Ordinance indicates new 
wireless support structures are subject to the following 
standards identified in bold text followed by staff 
comments: 

1. New Wireless Support Structures. Applicants are encouraged to first 
investigate co-location opportunities on existing wireless support structures 
followed by consideration of preferred sites that minimize the impact on the 
North Carolina Scenic Byway corridor within the search ring.  Site 
acquisition consultant Jack Allen Jr. with Juvo Telecom certified that no towers or 
alternative buildings / structures were identified within the search area [see PDF 
pages 51 & 52 of the attached binder].  Using GIS, staff verified his assessment in 
addition to finding no “preferred sites” within the search ring.   

2. Completed Application to Include the Following: 

a. Site plan containing information from section 21-52 and 21-60 (3) A 3 
i – v.  All required information from these sections is noted on the site 
plan [see PDF pages 26-42 of the attached binder]. 

b. Photo simulations of tower.  Michael Gould, owner of Gould Digital 
Imaging, performed a “balloon test” to simulate the limits of the proposed 
165 foot tower and captured photographs from six (6) locations in the 
vicinity.  Verizon Wireless mirrored the balloon test images with photo 
simulations from the same locations to also project the appearance of the 
proposed tower.  Based on current tree coverage within the general 
vicinity, the tower would be well visible along portions of Rimer / Parks 
Rd. and, to a lesser degree, Mt. Hope Church Rd. south of the intersection 
of Pop Stirewalt Rd. and south of the intersection of Parks Rd. [see PDF 
pages 106-117 of the attached binder]. 

c. Tower capable of accommodating five (5) users and co-location policy.  
The applicant acknowledges the proposed monopole tower must be 
designed to accommodate a total of five (5) potential carriers.  Since 
design is not complete, this could be a condition of approval [see PDF 
pages 42 and 53 of the attached binder]. 

3. Tower heights and types.  The proposed 165 foot monopole tower with a four 
(4) foot lightning rod is well under the Rural Agricultural (RA) district allowable 
height limit of 199 feet [see PDF page 42 of the attached binder]. 

4. Provisions for tower safety.  The applicant acknowledges the proposed tower 
will comply with the ordinance requirement option of being certified by a North 
Carolina Professional Engineer that in the event of tower failure, the structure 
would be designed to fall within fifty (50) feet of the tower base or otherwise 
within the lease area [see PDF page 33 of the attached binder]. 

CONDITIONAL USE 
REQUIREMENTS 

Rowan County Board of Commissioners 
CUP 01-18 
March 19, 2018 
 Page 2 



5. Retention of consultant.  Through an applicant reimbursement process, Rowan 
County utilizes the services of City Scape Consultants to review 
telecommunication tower requests.  City Space indicated neither of the two (2) 
nearest towers located outside the applicant’s search would, in their opinion, meet 
Verizon’s needs.  Their findings concur with the applicant’s justification for the 
tower location and height [see attachment “Consultant Review”]. 

6. Obstruction lighting and marking.  The proposed monopole design will contain 
a galvanized finish as required by the Zoning Ordinance and will not require 
lighting or special marking by the Federal Aviation Administration (FAA).  The 
proposed tower is not located within the Airport Zone Overlay (AZO) for the Mid 
Carolina Regional Airport. 

7. FCC license.  Verizon Wireless is licensed by the Federal Communications 
Commission (FCC) to provide wireless communication services. 

 
As provided in Section 21-59, the applicant provided 
their responses to the evaluation criteria with staff 
comments indicated below [see PDF pages 16-19 of 

the attached binder]. 
 

1. Adequate transportation access to the site exists.  This parcel has 30 feet of 
frontage on Rimer / Parks Road (SR#s 2600 and 2558 respectively) and an 
existing driveway that serves a storage building.  After construction, the facility 
would only receive routine maintenance trips, which would add a nominal 
number of trips to Rimer Road. 
 

2. The use will not significantly detract from the character of the surrounding 
area.  According to GIS data, 65 towers are located within Rowan County many 
of which blend reasonably well within their surroundings.  Much like electrical 
transmission lines and water towers, these towers play an important role in 
maintaining public health and safety but contain visual impacts that are difficult 
if not impossible to address but nonetheless have become fixtures in the built 
environment.  Monopole towers less than 199 feet in height are permitted in 
98% of the county’s zoning jurisdiction subject to a conditional use permit, a 
process that assumes the use is generally compatible with surrounding 
properties. 

 
3. Hazardous safety conditions will not result.  In the unlikely event of tower 

failure, the structure would be certified by a North Carolina Professional 
Engineer to fall within the lease area.  This would be a condition of approval. 
 

4. The use will not generate significant noise, odor, glare, or dust.  Wireless 
towers do not create significant levels of noise, odor, glare (non-lighted tower), 
or dust (gravel driveway). 
   

EVALUATION CRITERIA 
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5. Excessive traffic or parking problems will not result.  Telecommunication 
towers are unmanned land uses that do not generate much traffic outside of 
periodic maintenance estimated at one (1) trip per month according to the 
applicant. 

 
6. The use will not create significant visual impacts for adjoining properties 

or   passersby.  Wireless support structures are similar to solar energy systems 
in that visibility is the main impact associated with the use.  This monopole 
tower will not have lighting or special markings, be located approximately 
1,450 feet off Rimer Rd., 760 feet from the nearest residence, and surrounded 
by a large wooded area on all sides. As evidenced from the balloon test and 
photo simulations, the proposed tower would be visible along portions of Rimer 
/ Parks Roads and two (2) small sections of Mt. Hope Church Rd.  

 
The BoC must adopt facts supporting the below findings of fact 
based on the above six (6) criteria:  
 

1. The development of the property in accordance with the proposed conditions will 
not materially endanger the public health or safety; 
 

2. That the development of the property in accordance with the proposed conditions 
will not substantially injure the value of adjoining or abutting property, or that the 
development is a public necessity; and 
 

3. That the location and character of the development in accordance with the 
proposed conditions will be in general harmony with the area in which it is 
located and in general conformity with any adopted county plans. 
 
 

See enclosed checklist to guide decision.  Planning Staff will provide example 
findings for consideration at the hearing. 
 

Based on the information received and consultant review, 
this request, subject to the below conditions of approval, 
meets the standards for approval.  If approved, staff offers 

the following conditions for consideration: 
 

1. Subject to compliance with all plans and supporting document packages received 
from Baker, Donelson et.al. dated January 9, 2018 and revised site plans dated 
February 19, 2018; 

2. Subject to compliance with applicable FAA, FCC, State Historic Preservation 
Office (SHPO), and NCDOT standards; 

3. Prior to permitting, applicant shall provide certification by a North Carolina 
Professional Engineer the proposed tower would fall within the lease area, comply 

STAFF COMMENTS 

PROCEDURES 
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with ANSI / TIA-222G, and be designed to accommodate a total of five (5) 
carriers; 

4. All current and future feed cables lines shall be installed within the support 
structure all access ports sealed to prevent wildlife intrusion; and 

5. If an emergency power backup generator is to be used, the noise level shall not 
exceed 65 decibels at the nearest property edge.  Testing shall be limited to the 
hours between 9:00 AM and 4:00 PM (Monday through Friday). 

 
 

CELLCO BINDER DETAILS 
 
 

Topic      Pages 
 

• Statement of Compliance with Ordinance Details  5-16 
• Evaluation Criteria      16-19 
• Network Objective      23 & 24 
• Search Area       25 
• Site Plan       26-42 
• Statement Regarding Search Area    51-52 
• Compliance with Future Co-locations   53 
• Aerospace Study      54-56 
• FCC License       57-66 
• Real Estate Impact Study     67-105 
• Balloon Test / Photo Simulations    106-117 
• NEPA Review       118-126 

Rowan County Board of Commissioners 
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1501 MAIN STREET 
SUITE 600 
COLUMBIA, SC 29201 
 
PHONE: 803.251.8800 
FAX: 803.753.0011 

  

www.bakerdonelson.com 

 

 

ALABAM A  F LOR IDA   GEOR GI A  LOU IS I AN A  M ISS I SS I P P I   SOUTH  C AR OL I N A  TEN NES SEE   TEXAS   W AS HIN G TO N,  D .C .  

LAURA DENDY GOODE, ATTORNEY 
Direct Dial: 803.251.8817 
Direct Fax:803.587.8659  
E-Mail Address:lgoode@bakerdonelson.com  

January 9, 2018 

VIA FEDERAL EXPRESS AND EMAIL 

Rowan County Planning & Development  
ATTN: Ed Muire, Planning & Development Director  
402 N. Main Street, Room 204 
Salisbury, NC 28144 
 
Re: APPLICATION FOR ZONING APPROVAL BY CELLCO PARTNERSHIP D/B/A VERIZON 

WIRELESS FOR THE CONSTRUCTION OF A WIRELESS COMMUNICATIONS TOWER 
AND RELATED APPURTENANCES  

 
 (MOUNT HOPE SITE / 3000001. 139440) 
 (SITE ADDRESS: 280 RIMER ROAD, SALISBURY, NORTH CAROLINA 28146) 
  
Dear Mr. Muire: 

I hope this letter finds you well. Please find enclosed Verizon Wireless' Conditional Use Permit 
application (the "Application") for the proposed wireless communications facility in Rowan County, 
North Carolina at the above-referenced location.  Also enclosed are an additional copy of the zoning 
application and two additional copies of the site plans.  An electronic version of the Application, site plan, 
and supporting documents will be sent to you as well.  Please advise at your first convenience whether 
any additional information is needed for the Application to be deemed complete.  We will assume it is 
sufficiently complete unless we hear from you otherwise. 

Please also find enclosed a check for $4,200.00 made payable to Rowan County representing the 
Tower and Conditional Use Permit fees for this application.  

Thank you for your time and attention to this matter. If you have any questions or comments, or 
need any additional information, please do not hesitate to contact me. I look forward to hearing from you 
soon.   

Best regards, 

BAKER, DONELSON, BEARMAN, 
CALDWELL & BERKOWITZ, PC 
 

 
 
Laura Dendy Goode, Attorney 























































D
ra

w
n 

by
: D
E

C
he

ck
 b

y: EK
A

pp
ro

ve
d

 b
y:

D
E

D
at

e:
A

10
/1

3/
16

RE
V

IS
IO

N
S

N
o.

D
A

TE

IS
SU

ED
 F

O
R 

RE
V

IE
W

D
ES

C
RI

PT
IO

N

D
E

EK

BY
C

HK
SI

TE
 S

UR
V

EY

PR
O

PO
SE

D
 M

O
N

O
PO

LE

SH
EE

T 
1 

O
F 

3
D

RA
W

IN
G

 N
o.

D
E

A
PP

'D

RE
V

2/
22

/1
8

1

M
O

UN
T 

HO
PE

 2
80

 R
IM

ER
 R

O
A

D
SA

LI
SB

UR
Y,

 N
C

 2
81

46
RO

W
A

N
 C

O
UN

TY

SI
TE

LE
G

EN
D

D
B

=
D

EE
D

 B
O

O
K

PB
=

PL
A

T 
BO

O
K

PG
=

PA
G

E
0

SC
A

LE
 1

" =
 2

50
'

V
IC

IN
ITY

 M
A

P 
- N

O
T 

TO
 S

C
A

LE

I H
ER

EB
Y 

C
ER

TIF
Y 

TH
A

T 
TH

IS
 M

A
P 

W
A

S 
D

RA
W

N
 F

RO
M

 A
N

A
C

TU
A

L 
SU

RV
EY

 M
A

D
E 

UN
D

ER
 M

Y 
SU

PE
RV

IS
IO

N
 A

N
D

A
C

C
UR

A
TE

LY
 D

EP
IC

TS
 T

HE
 L

O
C

A
TIO

N
S 

O
F 

TH
IS

 S
ITE

 A
S

SU
RV

EY
ED

 IN
 T

HE
 F

IE
LD

 A
N

D
 IS

 N
O

T 
IN

TE
N

D
ED

 T
O

 B
E 

A
BO

UN
D

A
RY

 S
UR

V
EY

 O
F 

TH
E 

PR
O

PE
RT

Y 
SH

O
W

N
. I

 F
UR

TH
ER

C
ER

TIF
Y 

TH
A

T 
TH

IS
 M

A
P 

W
A

S 
D

RA
W

N
 B

Y 
M

E 
FR

O
M

 A
N

 A
C

TU
A

L
G

PS
 S

UR
V

EY
 M

A
D

E 
BY

 M
E 

A
N

D
 T

HE
 F

O
LL

O
W

IN
G

IN
FO

RM
A

TIO
N

 W
A

S 
US

ED
 T

O
 P

ER
FO

RM
 T

HE
 S

UR
V

EY

1.
C

LA
SS

 O
F 

SU
RV

EY
: A

2.
PO

SI
TIO

N
A

L 
A

C
C

UR
A

C
Y:

 <
0.

10
'

3.
TY

PE
 O

F 
G

PS
 S

UR
V

EY
 P

RO
C

ED
UR

E:
 J

A
V

A
D

 D
PO

S 
RA

PI
D

ST
A

TIC
 U

SI
N

G
 A

 J
A

V
A

D
 T

RI
UM

PH
 2

 R
EC

EI
V

ER
4.

D
A

TE
S 

O
F 

SU
RV

EY
: O

C
TO

BE
R 

5,
 2

01
6

5.
D

A
TU

M
/E

PO
C

H:
 N

A
D

 8
3(

N
SR

S2
01

1)
6.

PU
BL

IS
HE

D
/F

IX
ED

-C
O

N
TR

O
L:

D
K4

04
5 

N
C

TR
 T

RO
Y 

C
O

RS
 A

RP
A

I4
19

8 
HI

PT
 H

IG
H 

PO
IN

T 
C

O
RS

 A
RP

D
F6

31
8 

N
C

77
 I7

7 
W

EL
C

O
M

E 
C

N
TR

 C
O

RS
 A

RP
7.

G
EO

ID
 M

O
D

EL
: G

EO
ID

12
A

8.
C

O
M

BI
N

ED
 G

RI
D

 F
A

C
TO

R:
  0

.9
99

85
03

7
9.

UN
ITS

: U
.S

. S
UR

V
EY

 F
EE

T

D
A

N
IE

L 
D

. E
V

A
N

S 
   

L-
51

84
   

   
   

   
   

   
   

   
   

  D
A

TE
 : 

2/
22

/1
8

D
D

E 
LA

N
D

 S
UR

V
EY

IN
G

 &
 C

O
N

SU
LT

IN
G

, P
A

51
03

 H
A

M
PT

O
N

 M
EA

D
O

W
S 

RD
.  

M
O

N
RO

E,
 N

C
 2

81
10

FI
RM

#
 C

-4
18

1

MT H
OPE

 C
HURC

H RD

PI
D

 #
42

2 
17

9
D

EB
BI

E 
L.

 C
RA

D
D

O
C

K 
&

PA
TR

IC
IA

 L
. M

O
O

RE
D

B 
12

61
 P

G
 4

71

RI
M

ER
 R

O
A

D
60

' R
IG

HT
 O

F 
W

A
Y

PE
R:

 P
B 

99
95

 P
G

 4
67

5
12

5
25

0
50

0

NC GRID (NAD 83)

PARKS RD

RI
M

ER
 R

D

HA
PP

Y

LA
KE

 R
D

CASTOR RD

PI
D

 #
41

9 
04

2
RO

BE
RT

 G
A

RD
N

ER
, E

T.
 A

L.
D

B 
11

09
 P

G
 6

36
PI

D
 #

41
9 

04
0

JU
D

Y 
B.

 M
O

RG
A

N
BY

 W
IL

L:
 2

00
9 

D
C

PI
D

 #
42

1 
00

1
O

LL
IE

 V
. S

TA
N

C
IL

, E
T.

 A
L.

D
B 

60
6 

PG
 2

36

PI
D

 #
42

1 
05

6
TE

RE
SA

 L
. M

O
O

RE
D

B 
83

5 
PG

 8
86

PI
D

 #
42

1C
12

8
ER

IC
 L

. M
EN

KE
N

, E
T.

 A
L.

D
B 

80
7 

PG
 1

13

PI
D

 #
42

1C
12

1
ER

IC
 L

. M
EN

KE
N

, E
T.

 A
L.

D
B 

75
0 

PG
 7

68
PI

D
 #

42
2 

17
3

D
EB

BI
E 

L.
 C

RA
D

D
O

C
K 

&
PA

TR
IC

IA
 L

. M
O

O
RE

D
B 

12
61

 P
G

 4
72

PI
D

 #
42

2 
16

8
D

EB
BI

E 
L.

 C
RA

D
D

O
C

K 
&

PA
TR

IC
IA

 L
. M

O
O

RE
D

B 
12

61
 P

G
 4

72

PI
D

 #
42

2 
18

0
YV

ET
TE

 T
O

LE
D

O
, E

T.
 A

L.
D

B 
90

8 
PG

 7
64

PI
D

 #
42

2 
01

7
YV

ET
TE

 T
O

LE
D

O
, E

T.
 A

L.
D

B 
11

03
 P

G
 3

07PI
D

 #
41

9 
20

7
EM

IL
Y 

B.
 S

N
ID

ER
D

B 
82

9 
PG

 8
50

PA
RK

S 
RO

A
D

= 
PA

RE
N

T 
TR

A
C

T 
PA

RC
EL

 L
IN

ES
= 

A
D

JA
C

EN
T 

PA
RC

EL
 L

IN
ES

= 
RO

A
D

 R
IG

HT
 O

F 
W

A
Y

= 
LE

SS
EE

 A
RE

A
 L

IN
ES

= 
ED

G
E 

O
F 

A
C

C
ES

S 
EA

SE
M

EN
T

LI
N

ET
YP

E 
LE

G
EN

D

LE
SS

EE
 L

A
N

D
 S

PA
C

E
A

RE
A

= 
10

,0
00

 S
F

LE
SS

EE
 3

0'
 W

ID
E 

N
O

N
-E

XC
LU

SI
V

E
A

C
C

ES
S 

A
N

D
 U

TIL
ITY

 R
IG

HT
S 

O
F 

W
A

Y

A
1

1/
9/

17
IS

SU
ED

 F
O

R 
RE

V
IE

W
-R

EV
IS

ED
 A

C
C

ES
S 

A
N

D
 L

EA
SE

 A
RE

A
D

E
EK

D
E

A
2

1/
23

/1
7

IS
SU

ED
 F

O
R 

RE
V

IE
W

-A
D

D
ITI

O
N

A
L 

TO
PO

D
E

EK
D

E

0
2/

17
/1

7
FI

N
A

L
D

E
EK

D
E

N
O

TE
S 

O
N

 R
EV

IE
W

 O
F 

TIT
LE

 R
EP

O
RT

:

FI
D

EL
ITY

 N
A

TIO
N

A
L 

TIT
LE

 IN
SU

RA
N

C
E 

C
O

M
PA

N
Y

FI
D

EL
ITY

 O
RD

ER
 N

O
. 2

36
47

84
4

IS
SU

E 
D

A
TE

 1
1/

02
/2

01
6

FR
O

M
 A

 S
UR

V
EY

 S
TA

N
D

PO
IN

T,
 T

HE
 IT

EM
S 

LI
ST

ED
 IN

 T
HE

TIT
LE

 R
EP

O
RT

 D
O

 N
O

T 
A

FF
EC

T 
TH

E 
LE

SS
EE

'S
 P

RE
M

IS
ES

.

1
2/

22
/1

8
RE

V
IS

ED
 A

D
JA

C
EN

T 
PA

RC
EL

 ID
'S

D
E

EK
D

E

D
A

N
IE

L
D

EV
A

N
S

L-
51

84
D

A
T



L1

L2

L3

L4L5

L6L7

L8

L9C1
L10

L11

L12

L13L14L15

L1
6

LI
N

E 
TA

BL
E

LI
N

E

L1 L2 L3 L4 L5 L6 L7 L8 L9 L1
0

L1
1

L1
2

L1
3

L1
4

L1
5

L1
6

BE
A

RI
N

G

S6
3°

32
'1

2"
E

S8
5°

50
'5

0"
E

S0
4°

09
'1

0"
W

N
85

°5
0'

50
"W

N
04

°0
9'

10
"E

S3
1°

30
'0

3"
W

N
04

°4
1'

46
"E

S8
5°

11
'3

5"
E

N
04

°4
3'

23
"E

N
40

°0
5'

55
"W

N
27

°1
2'

12
"W

N
24

°4
5'

23
"W

N
09

°4
2'

45
"W

N
00

°0
1'

24
"W

N
04

°0
9'

10
"E

N
85

°5
0'

50
"W

LE
N

G
TH

27
1.

53
'

10
0.

00
'

10
0.

00
'

10
0.

00
'

10
0.

00
'

33
.2

6'

52
1.

71
'

52
7.

16
'

49
5.

80
'

29
.5

2'

83
.1

8'

11
1.

07
'

64
.4

8'

78
.2

2'

10
0.

55
'

15
.0

0'

C
UR

V
E 

TA
BL

E

C
UR

V
E

C
1

BE
A

RI
N

G

N
17

°4
1'

16
"W

C
HO

RD

38
.1

2'

RA
D

IU
S

50
.0

0'

LE
N

G
TH

39
.1

1'

PO
C

IR
O

N
 P

IP
E 

FO
UN

D
N

C
SP

 C
O

O
RD

IN
A

TE
S

N
: 6

64
18

2.
49

E:
 1

55
82

15
.0

1

D
ra

w
n 

by
: D
E

C
he

ck
 b

y: EK
A

pp
ro

ve
d

 b
y:

D
E

D
at

e:
A

10
/1

3/
16

RE
V

IS
IO

N
S

N
o.

D
A

TE

IS
SU

ED
 F

O
R 

RE
V

IE
W

D
ES

C
RI

PT
IO

N

D
E

EK

BY
C

HK
SI

TE
 S

UR
V

EY

PR
O

PO
SE

D
 M

O
N

O
PO

LE

SH
EE

T 
2 

O
F 

3
D

RA
W

IN
G

 N
o.

D
E

A
PP

'D

RE
V

M
O

UN
T 

HO
PE

 2
80

 R
IM

ER
 R

O
A

D
SA

LI
SB

UR
Y,

 N
C

 2
81

46
RO

W
A

N
 C

O
UN

TY

SI
TE

LE
G

EN
D

=
C

O
M

PU
TE

D
 P

O
IN

T
D

B
=

D
EE

D
 B

O
O

K
IP

F
=

IR
O

N
 P

IP
E 

FO
UN

D
N

C
SP

=
N

C
 S

TA
TE

 P
LA

N
E

PB
=

PL
A

T 
BO

O
K

PG
=

PA
G

E
PO

B
=

PO
IN

T 
O

F 
BE

G
IN

N
IN

G
PO

C
=

PO
IN

T 
O

F 
C

O
M

M
EN

C
EM

EN
T

RB
F

=
RE

BA
R 

FO
UN

D
RB

S
=

RE
BA

R 
SE

T

0

SC
A

LE
 1

" =
 2

00
'

V
IC

IN
ITY

 M
A

P 
- N

O
T 

TO
 S

C
A

LE

MT H
OPE

 C
HURC

H RD

RI
M

ER
 R

O
A

D
60

' R
IG

HT
 O

F 
W

A
Y

PE
R:

 P
B 

99
95

 P
G

 4
67

5

NC GRID (NAD 83)

PARKS RD

RI
M

ER
 R

D

HA
PP

Y

LA
KE

 R
D

CASTOR RD

PA
RK

S 
RO

A
D

= 
PA

RE
N

T 
TR

A
C

T 
PA

RC
EL

 L
IN

ES
= 

A
D

JA
C

EN
T 

PA
RC

EL
 L

IN
ES

= 
RO

A
D

 R
IG

HT
 O

F 
W

A
Y

= 
LE

SS
EE

 A
RE

A
 L

IN
ES

= 
ED

G
E 

O
F 

A
C

C
ES

S 
EA

SE
M

EN
T

= 
C

EN
TE

R 
O

F 
A

C
C

ES
S 

EA
SE

M
EN

T

LI
N

ET
YP

E 
LE

G
EN

D

LE
SS

EE
 L

A
N

D
 S

PA
C

E
A

RE
A

= 
10

,0
00

 S
F

LE
SS

EE
 3

0'
 W

ID
E 

N
O

N
-E

XC
LU

SI
V

E
A

C
C

ES
S 

A
N

D
 U

TIL
ITY

 R
IG

HT
S 

O
F 

W
A

Y

40
0

20
0

10
0

D
A

N
IE

L 
D

. E
V

A
N

S 
 L

-5
18

4 
   

   
   

   
   

   
   

   
   

   
   

 D
A

TE
 : 

2/
22

/1
8

D
D

E 
LA

N
D

 S
UR

V
EY

IN
G

 &
 C

O
N

SU
LT

IN
G

, P
A

51
03

 H
A

M
PT

O
N

 M
EA

D
O

W
S 

RD
.  

M
O

N
RO

E,
 N

C
 2

81
10

FI
RM

#
 C

-4
18

1

PI
D

 #
41

9 
04

2
RO

BE
RT

 G
A

RD
N

ER
, E

T.
 A

L.
D

B 
11

09
 P

G
 6

36

PI
D

 #
42

2 
18

0
YV

ET
TE

 T
O

LE
D

O
, E

T.
 A

L.
D

B 
90

8 
PG

 7
64

PI
D

 #
42

2 
01

7
YV

ET
TE

 T
O

LE
D

O
, E

T.
 A

L.
D

B 
11

03
 P

G
 3

07

PI
D

 #
42

2 
17

3
D

EB
BI

E 
L.

 C
RA

D
D

O
C

K 
&

PA
TR

IC
IA

 L
. M

O
O

RE
D

B 
12

61
 P

G
 4

72

PI
D

 #
42

2 
16

8
D

EB
BI

E 
L.

 C
RA

D
D

O
C

K 
&

PA
TR

IC
IA

 L
. M

O
O

RE
D

B 
12

61
 P

G
 4

72

PI
D

 #
42

1C
12

8
ER

IC
 L

. M
EN

KE
N

, E
T.

 A
L.

D
B 

80
7 

PG
 1

13

PI
D

 #
42

1C
12

1
ER

IC
 L

. M
EN

KE
N

, E
T.

 A
L.

D
B 

75
0 

PG
 7

68

PI
D

 #
42

2 
17

9
D

EB
BI

E 
L.

 C
RA

D
D

O
C

K 
&

PA
TR

IC
IA

 L
. M

O
O

RE
D

B 
12

61
 P

G
 4

71
PI

D
 #

42
1 

00
1

O
LL

IE
 V

. S
TA

N
C

IL
, E

T.
 A

L.
D

B 
60

6 
PG

 2
36

PI
D

 #
42

1 
05

6
TE

RE
SA

 L
. M

O
O

RE
D

B 
83

5 
PG

 8
86

TIE

TIE

PO
B

RB
S

RB
S

RB
S

RB
S

IP
F

IP
F

IP
F

RB
F

TIE

A
1

1/
9/

17
IS

SU
ED

 F
O

R 
RE

V
IE

W
-R

EV
IS

ED
 A

C
C

ES
S 

A
N

D
 L

EA
SE

 A
RE

A
D

E
EK

D
E

A
2

1/
23

/1
7

IS
SU

ED
 F

O
R 

RE
V

IE
W

-A
D

D
ITI

O
N

A
L 

TO
PO

D
E

EK
D

E

0
2/

17
/1

7
FI

N
A

L
D

E
EK

D
E

PI
D

 #
42

2 
17

9
D

EB
BI

E 
L.

 C
RA

D
D

O
C

K 
&

PA
TR

IC
IA

 L
. M

O
O

RE
D

B 
12

61
 P

G
 4

71

2/
22

/1
8

1

1
2/

22
/1

8
RE

V
IS

ED
 A

D
JA

C
EN

T 
PA

RC
EL

 ID
'S

D
E

EK
D

E

D
A

N
IE

L
D

EV
A

N
S

L
51

84
D

A



XXXX

X
X

X
X

X

XXXX

O
U

O
U

O
U

O
U

O
U

O
U

OUOU

C
EN

TE
R 

O
F

PR
O

PO
SE

D
 M

O
N

O
PO

LE
LA

T 
= 

35
°3

3'
55

.5
" N

LO
N

G
 =

 8
0°

29
'0

5.
8"

 W
G

RO
UN

D
 E

LE
V

A
TIO

N
 =

 8
76

.4
' N

A
V

D
 8

8
TB

M
RB

S
EL

EV
: 8

79
.6

2'

UP
/T

RF

D
ra

w
n 

by
: D
E

C
he

ck
 b

y: EK
A

pp
ro

ve
d

 b
y:

D
E

D
at

e:
A

10
/1

3/
16

RE
V

IS
IO

N
S

N
o.

D
A

TE

IS
SU

ED
 F

O
R 

RE
V

IE
W

D
ES

C
RI

PT
IO

N

D
E

EK

BY
C

HK
SI

TE
 S

UR
V

EY

PR
O

PO
SE

D
 M

O
N

O
PO

LE

SH
EE

T 
3 

O
F 

3
D

RA
W

IN
G

 N
o.

D
E

A
PP

'D

RE
V

M
O

UN
T 

HO
PE

 2
80

 R
IM

ER
 R

O
A

D
SA

LI
SB

UR
Y,

 N
C

 2
81

46
RO

W
A

N
 C

O
UN

TY

SI
TE

LE
G

EN
D

C
M

P
=

C
O

RR
UG

A
TE

D
 M

ET
A

L 
PI

PE
D

B
=

D
EE

D
 B

O
O

K
EL

EV
=

EL
EV

A
TIO

N
PG

=
PA

G
E

RC
P

=
RE

IN
FO

RC
ED

 C
O

N
C

RE
TE

 P
IP

E
RB

S
=

RE
BA

R 
SE

T
TB

M
=

TE
M

PO
RA

RY
 B

EN
C

HM
A

RK
TP

=
TE

LE
PH

O
N

E 
PE

D
ES

TA
L

TR
F

=
TR

A
N

SF
O

RM
ER

UP
=

UT
IL

ITY
 P

O
LE

0

SC
A

LE
 1

" =
 2

00
'

V
IC

IN
ITY

 M
A

P 
- N

O
T 

TO
 S

C
A

LE

MT H
OPE

 C
HURC

H RD

RI
M

ER
 R

O
A

D

NC GRID (NAD 83)

PARKS RD

RI
M

ER
 R

D

HA
PP

Y

LA
KE

 R
D

CASTOR RD

PARKS ROAD

= 
PA

RE
N

T 
TR

A
C

T 
PA

RC
EL

 L
IN

ES
= 

A
D

JA
C

EN
T 

PA
RC

EL
 L

IN
ES

= 
RO

A
D

 R
IG

HT
 O

F 
W

A
Y

= 
LE

SS
EE

 A
RE

A
 L

IN
ES

= 
ED

G
E 

O
F 

A
C

C
ES

S 
EA

SE
M

EN
T

= 
O

V
ER

HE
A

D
 U

TIL
ITY

= 
FE

N
C

E 
LI

N
E

= 
TR

EE
 L

IN
E

LI
N

ET
YP

E 
LE

G
EN

D

LE
SS

EE
 L

A
N

D
 S

PA
C

E
A

RE
A

= 
10

,0
00

 S
F

LE
SS

EE
 3

0'
 W

ID
E 

N
O

N
-E

XC
LU

SI
V

E
A

C
C

ES
S 

A
N

D
 U

TIL
ITY

 R
IG

HT
S 

O
F 

W
A

Y

40
0

20
0

10
0

D
A

N
IE

L 
D

. E
V

A
N

S 
 L

-5
18

4 
   

   
   

   
   

   
   

   
   

   
   

 D
A

TE
 : 

2/
22

/1
8

D
D

E 
LA

N
D

 S
UR

V
EY

IN
G

 &
 C

O
N

SU
LT

IN
G

, P
A

51
03

 H
A

M
PT

O
N

 M
EA

D
O

W
S 

RD
.  

M
O

N
RO

E,
 N

C
 2

81
10

FI
RM

#
 C

-4
18

1

PI
D

 #
42

2 
17

9
D

EB
BI

E 
L.

 C
RA

D
D

O
C

K 
&

PA
TR

IC
IA

 L
. M

O
O

RE
D

B 
12

61
 P

G
 4

71

O
U

TPUP

UP
UP

UP

UP

12
" R

C
P

SI
G

N
S

G
A

TE

G
A

TE

8"
 C

M
P

RO
C

KS
12

" P
EC

A
N

TR
EE

S 
A

LO
N

G
 F

EN
C

E

TR
EE

S 
A

LO
N

G
 F

EN
C

E

W
O

O
D

S

W
O

O
D

S

W
O

O
D

S

W
O

O
D

S

W
O

O
D

S

HE
A

V
Y

UN
D

ER
G

RO
W

TH

HE
A

V
Y

UN
D

ER
G

RO
W

TH

FI
EL

D

FI
EL

D

FI
EL

D

FI
EL

D

G
A

RD
EN

X

A
1

1/
9/

17
IS

SU
ED

 F
O

R 
RE

V
IE

W
-R

EV
IS

ED
 A

C
C

ES
S 

A
N

D
 L

EA
SE

 A
RE

A
D

E
EK

D
E

A
2

1/
23

/1
7

IS
SU

ED
 F

O
R 

RE
V

IE
W

-A
D

D
ITI

O
N

A
L 

TO
PO

D
E

EK
D

E

0
2/

17
/1

7
FI

N
A

L
D

E
EK

D
E

2/
22

/1
8

1

1
2/

22
/1

8
RE

V
IS

ED
 A

D
JA

C
EN

T 
PA

RC
EL

 ID
'S

D
E

EK
D

E

D
A

N
IE

L
D

EV
A

N
S

L
51

84
D

A
T



































































































































































































#

280

118

114

109

115

105

590

550

535 545

116

108

470

104

106

110

112

435

670
655

750

725

170

210
250 270 290 310

390

295

359

445

4295

4195

RIMER

PARKS

K

0 300150
Feet

CUP 01-18:
Cellco Partnership

  ParcelBoundary

#

K

0 10.5
Miles

Vicinity

Site

Proposed Tower     Location

¾¾152

Old
 Co

nco
rd

Mt. H
ope

 Churc
h

Fai
th

Rimer
Parks

Par
ks

FAITH

Rock Grove Church

Castor

Cruse

Pha
nie

l C
hur

ch

Old
 Co

nco
rd

Fai
th

Glover

Shu
pin

g M
ill

Prepared by Rowan County Planning & Development: February 21, 2018

March 2014 Aerial Photo

5210 Addresses

LEGEND

Property Boundary

Parcels

# Proposed Tower

Faith Town Limits

Roads

Faith ETJ



Rowan County 
Telecommunications Site Review 

New Support Structure 

 

7050 W. Palmetto Park Road #15-652 
Boca Raton, FL  33433-3483 

Tel: 877.438.2851 Fax: 877.220.4593 
 

 

February 7, 2018 

 

Mr. Shane Stewart 

Senior Planner 

15 East Fourth Street 

Wendell, NC  27591 

130 West Innes Street 

Salisbury, NC 28144 

 

RE: Rowan County  

  Verizon Wireless / Mount Hope 

  

Dear Mr. Stewart, 

 

At your request, on behalf of Rowan County, North Carolina (“County”), CityScape 

Consultants, Inc. (“CityScape”) in its capacity as telecommunications consultant for the County, 

has considered the merits of the above referenced application submitted by Verizon Wireless 

(“Applicant”) to construct a new wireless telecommunications support structure and associated 

ground compound at 280 Rimer Road, Salisbury, North Carolina, see Figure 1. The proposed 

structure will not require FAA lighting. 

 
Wireless Informational Tutorial 

Cellular, PCS and EMSR wireless communications systems depend on the concept of resource re-

use to achieve their network goals and objectives.  With some technologies, the individual channel 

frequencies are reused every few cells, but not too closely, since interference would result.  

Wireless service is achieved through ground equipment and antennas mounted on towers, buildings 

or other elevated structures.  The height and location of the elevated antenna platform is critical to 

provide sufficient wireless network coverage.  Generally, the higher the antenna is mounted on the 

support structure, the farther the wireless signal penetrates a geographic area. 

 

In the wireless system evolution, a provider would initially provide service with facilities spaced 

further apart with relatively tall antenna elevations to maximize the "footprint" at minimal cost.   

As the subscriber density increases, network capacity for these facilities increases, resulting in 

frequent busy signals or "no service" messages for end users. To remedy this situation, the antennas 

are mounted at lower heights to reduce the coverage area, thus reducing subscriber count per 

facility.  When coverage areas are reduced, a new facility is needed to fill in the previously served 

area. 

 

The Search Ring is a vital part of the submittal for any new personal wireless facility.  The Ring 

identifies the optimum location for the facility and will control the operating parameters needed to 

meet the facility objectives.  Of primary interest to a community are the location and the height of a 

structure all which is dictated by the Ring.  Cellular search areas are usually circles of 



Rowan County 

Verizon Wireless / Mount Hope 

Page 2  
 

 

 

approximately one-quarter the radius of the proposed cell.  In practice, it is simple to determine 

whether the search area radius is reasonable.  The distance from the closest existing site is 

determined, halved, and a handoff "overlap" of about 20 percent is added.  One fourth of this 

distance is the search area radius.  Sample 1 illustrates this graphically.   

 

 
 

Sample 1 - The hexagonal search ring radius is ¼ of the radius of the cell’s coverage less a 20% 

handoff overlap 

 

 

A reasonable search ring location is a key element in assuring that a site is justified. Generally, new 

wireless communication facilities are equally spaced with respect to existing sites. However, 

terrain, network capacity and other issues may necessitate a facility that it is not equally spaced 

with respect to existing sites.  Typically, the wireless provider is asked to provide coverage 

prediction maps to indicate that a site is properly located. 

 

An important part of any wireless communication facility application is the verification of the 

provider's proposed height requirements with generally accepted engineering.  Verizon 700 and 

800 MHz for voice communications and Advanced Wireless Service (AWS 1700/2100 MHz) for 

data within Rowan County. 

 
In addition to the minimum height and power needed for effective signal coverage, as more 

wireless devices are deployed, user capacity issues become the limiting factor.  Technology is 

improving which allows towers to handle more devices, but it is not keeping up with the speed that 

such devices are connecting.  As the industry heads for 5G in the next 2-3 years, more localized 

cellular sites will be needed.  This will involve shorter towers that are closer together to limit their 

“reach”.  This practice has already begun in urbanized areas for the past few years and will 

continue in rural and urban residential areas.  The future will also involve what are known as 

“small cells” which are antennas placed on street lamps, shorter buildings, etc.  For these reasons, 

as well as the fact that the proposed site is surrounded by neighborhoods, the County can limit the 

height of the proposed structure and require it to be concealed or stealth.  This is not a 

recommended candidate for a stealth facility. 
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This application is proposed to improve coverage and capacity to the area southwest of 

Faith, mainly west of Faith Road, north of Highway 152 East and east of Old Concord Road. 

 

The proposal has been evaluated from the following perspectives:  

 

• Whether the proposed facility, as specified, is justified due to technological reasons and 

is essential for the Applicant to provide its telecommunications service; and, 

 

• Whether he proposed facility will follow the guidelines of the Telecommunications Act 

of 1996, the Rowan County Ordinance and all other pertinent rules and regulations. 

 

 

Rowan County Ordinance Requirements 

(Sections below may be abbreviated for this review.  See actual Ordinance for full text) 

Article III 
§ 21-52 Site Plan Required 

(1) Zone lot with dimensions - provided 

(2) Tax parcel number - provided 

(3) Property address - provided 

(4) Adjoining deeded properties and uses - provided 

(5) Existing structures - provided 

(6) Proposed structure with size - provided 

(7) Proposed use - provided 

(8) Number of employees – N/A 

(9) Hours of operation – N/A 

(10) Off-street parking - provided 

(11) Easements & ROW - provided 

(12) All pertinent development requirements - provided 

(13) Any additional required information – N/A 

(14) Floodplains - None 

(15) Name, location, dimension of proposed streets – provided 

(16) Screening & Buffering – Not required 

(17) Zoning District - RA 

(18) Proposed phasing – N/A 

(19) Site plan details - provided 

§ 21-58 Review Procedures 

(a) Submission - provided 

(b) Conditional use review – County 

(c) Site plan required - provided 

(d) Oath - agreed 
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(e) Required findings 

(1) Public Health/safety – Complies 

(2) Will not injury value of adjacent property – explanation provided 

(3) General harmony – explanation provided 

(f) Amendments – N/A 

§ 21-60 Conditional Use Requirements for Specific Uses 

 (3) Communications and Wireless Support Structures 

  a. New wireless support structures 

   1. Responses of letters sent to tower owners within search ring requesting – N/A 

    i. Height 

    ii. Existing tenants 

    iii. Collocation possibility 

    iv. Can site be upgraded to permit collocation 

   2. Inventory of all preferred sites within search ring (including analysis) – N/A 

   3. Completed application 

    i. Site Plan – provided 

    ii. Topography information – provided 

    iii. Tower Height and antenna location – provided 

    iv. Setbacks – complies (50’ fall radius) 

    v. Adjacent land uses – provided 

   4. Site Photos - provided  

   5. Photo simulations - provided 

   6. Engineering collocation report - provided 

  b. Tower heights and types 

   1. Rural Agricultural, less than 199 feet - complies 

   2. N/A 

   3.  i. N/A 

    ii. N/A 

  c. Provisions for tower safety – 50-foot engineered fall radius 

  d. Retention of consultant – CityScape review 

  e. Obstruction lighting and marking – N/A 

  f. FCC license required – licensed provided 

 

 

Site Justification and Coverage 

 

For a new wireless communications facility to be justified, its need, location and height 

must be addressed.  The application proposes to construct a new, one hundred sixty-nine (169) 

foot monopole tower, see Appendix, Exhibit A.  The parcel is zoned “RA”, which permits a 

maximum tower height of 199 feet. 
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The site is located within the search ring and there are no other towers or sufficient height 

buildings within the search ring for collocation.  There are two potential collocation 

opportunities in a 225-foot tower located 1.4 miles to the south-southwest (ASRN #1201282) 

and a 307-foot tower 1.9 mile south-southeast of the proposed site (ASRN #10066282). Figure 2 

is a map depicting the proposed site, the two nearby sites mentioned above and an approximate 

overlay of the provided Verizon search ring.  However, it is not believed either of these could 

meet Verizon’s needs. 

 

Verizon stated the purpose of this site is to improve coverage and capacity in the areas 

southwest of Faith and north of Highway 152.  More specifically, this site is needed to alleviate 

capacity issues from the current Verizon site that serves this area, located northeast of Faith near 

the Granite Quarry.  It is also noted that the three Verizon sites that will “handoff” to this site are 

evenly spaced at 3.7 miles (east), 3.7 miles (northeast) and 3.8 miles northwest of the proposed 

site.  The proposed site is located near the southern edge of the search ring.  Locating further 

south, such as either of these collocations would reduce its ability to relieve capacity in and 

around Faith.  This is because capacity relief is not about more height and further coverage but 

being near of the areas needing relief. 

 

  Capacity is also the reason the Applicant is only proposing a height of 165 feet (169 feet 

to top of lightning rod).  Additional height would cause the signal to propagate further, reducing 

its capacity relief effectiveness and potentially interfering with surrounding facilities. 

 

The Ordinance requires the towers under 200 feet support up to 5 collocations.  

Typically, this is a valid number, but it is somewhat aggressive here given the proposed height 

and proximity to other nearby towers.  However, these spaces will only be used if needed and 

CityScape finds no reason to reduce the requirement. 

 

Buffering 

 

The proposed tower is more than 200 feet from the nearest existing structure.  Section  

21-219 states buffering does not apply in for this reason.  The site is also surrounded by a thick 

tree canopy and more than 125 feet from any property line. 
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FCC Compliance 

 

The Applicant provided the necessary FCC compliance statements regarding interference 

to other radio services and safeguards to human exposure of radio frequency energy in a letter 

dated, November 1, 2017, see Appendix, Exhibit C. 

 

Conclusion 

 

It is the opinion of the undersigned that the application complies with the Rowan County 

Ordinance.  CityScape Consultants, as the wireless expert for the County, supports the 

application and recommends approval with the following conditions: 

 

1. All feed cables shall be hidden within the monopole and all access ports shall be sealed to 

prevent wildlife intrusion; and, 

2. Prior to permitting, Applicant shall provide a structural analysis by a registered NC 

engineer or a letter from the tower manufacturer that the tower will comply with 

ANSI/TIA-222G standards, will accommodate the required number of arrays and certify 

the 50-foot fall radius; and, 

3. If an emergency power backup generator is to be used, its noise level shall not exceed 

65dBa at the nearest property edge.  Testing shall be limited to the hours between 9:00 

A.M. and 4:00 P.M., (Monday through Friday); and, 

4. No advertising shall be installed on the fencing near the ground compound 

 

I certify that to the best of my knowledge all the information included herein is accurate 

at the time of this report.  CityScape only works for public entities and has unbiased opinions.  

All recommendations are based on technical merits without prejudice per prevailing laws and 

codes.   

  

Respectfully submitted, 
 

 

 

 

Jonathan N. Edwards, P.E. 

CityScape Consultants, Inc. 
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Figure 1 – Site Location 
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Figure 2 – Aerial View of Proposed and Surrounding Sites 
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Exhibit A - Proposed Support Structure 
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Exhibit B – Proposed Ground Compound 
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Exhibit C – FCC Compliance 



Checklist for Review of Conditional Use Permits

Applicant: Laura Goode on behalf of Cellco Partnership

Property Owner: Debbie Craddock and Patricia Moore

Tax Parcel: 422-179 Location: 280 Rimer Road

Request: 165 foot wireless support structure

YES NO
Investigation of Co-location opportunities & preferred sites:

Site plan info, photo simulations, capability of 5 users, & co-location policy:

Tower Heights & Types:  Limited to 199'.

Provision for tower safety:   PE certification within lease area or tower height plus 10'

Retention of consultant:

Obstruction & Lighting:

FCC license:

YES NO
Adequate transportation access to the site exists.

The use will not significantly detract from the character of the surrounding area.

Hazardous safety conditions will not result.

The use will not generate significant noise, odor, glare, or dust.

Excessive traffic of parking problems will not result.

The use will not create significant visual impacts for adjoining properties or passersby.

    

YES NO
Motion 1: The development of the property in accordance with the proposed conditions 
                will not materially endanger the public health or safety.

Supporting Fact(s):

Motion 2: That the development of the property in accordance with the proposed 
               conditions will not substantially injure the value of adjoining or abutting 
               property, or that the development is a public necessity.

Supporting Fact(s):

Motion 3: That the location and character of the development in accordance with
               conditions will be in general harmony with the area in which it is located  
               and in general conformity with any adopted county plans.

Supporting Fact(s):

Additional Conditions.  Specific conditions attached to the application that ensure conformance with the 
zoning district, other county ordinances or that address the project's impacts to the surrounding area. 

Condition 1:

Condition 2:

Additional Conditions:

Permit Decision.  A simple majority vote is only needed.  Note that vacant seats and disqualified  
members are not counted in computing majority.

MOTION TO: GRANT DENY CONTINUE

Overview.  Conditional uses are assumed to be generally compatible with other land uses permitted in the 
zoning district in which the conditional use is proposed, but due to their unique characteristics or potential 
impacts on the surrounding areas or the county as a whole, individual consideration of their location, design, 
configuration and/or operation at the proposed location is required.  Specific conditions may be attached to a 
conditional use permit application in order to ensure conformance with the zoning district, other county 
ordinances or to address the project's impacts to the surrounding area.  

Evaluation Criteria.  Has the applicant demonstrated that their proposal can comply with the following 
general conditional use evaluation criteria?  For any item indicated as "NO", condition(s) may be added to 
bring the proposal into compliance. 

Required Findings.  All decisions regarding a conditional use permit application shall not be approved or 
denied unless each of the following findings has been made.  A motion and vote on each finding is necessary.  

Conditional Use Requirements.  Has the applicant provided the following specific items necessary for 
consideration?  For any item indicated as "NO", compliance with the condition(s) should be required prior to 







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: Shane Stewart, Assistant Planning Director
DATE: March 9, 2018
SUBJECT: Quasi-judicial Hearing for CUP 03-18

Charles Lewandoski purchased Lot 7 in Mooresville Motorsports Center, located at 208 Performance Road
(Tax Parcel 239-031), on January 24, 2018 in anticipation of constructing a new race shop and parts sales. 
The Industrial (IND) zoning district permits race shops and the wholesale trade of new motor vehicle parts
by right while the sale of used motor vehicle parts require a conditional use permit due to the use being
categorized with “salvage yards” uses in Standard Industrial Classification (SIC) code (SIC 5015) noted in
section 21-113 of the Zoning Ordinance. 
 
Mr. Lewandoski is also requesting approval for a Special Non-Residential Intensity Allocation (SNIA 02-
18) to exceed the administrative allowance of 12% built-upon area.

Conduct quasi-judicial hearing, 3 separate motions to adopt findings of fact, and motion to approve / deny /
table CUP 03-18 and SNIA 02-18

ATTACHMENTS:
Description Upload Date Type
Chairman's Speech 3/9/2018 Exhibit
Staff Report 3/9/2018 Exhibit
Site Plan 3/9/2018 Exhibit
Business Description and Evaluation
Criteria 3/9/2018 Exhibit

GIS Map 3/9/2018 Exhibit
Procedural Checklist 3/9/2018 Exhibit
Applications 3/9/2018 Exhibit



Greg Edds, Chairman 
 
 

CUP 03-18 CHAIRMAN’S SPEECH 
 

 
The hearing for consideration of CUP 03-18 is now in session and will focus on an 

application submitted by Charles Lewandoski to accommodate the wholesale trade of 
used motor vehicle parts on Tax Parcel 239-031 located at 208 Performance Road. 

 
If you feel that any member of the Board may have a conflict of interest in hearing 

the case, please address the Board now prior to any testimony or information being 
presented. 

 
When the Board enters into deliberations to decide the case, no further testimony may 
be presented.  The Board will render one of the following three decisions: 
 

1. Approve the permit as requested or with additional conditions; 
2. Continue the request; or 
3. Deny the request. 
 

All parties who plan to testify in this case may come forward and be sworn in.  
Those who testify must state their name and address at the podium for the benefit of the 
Board’s Clerk.  All material presented must be given to the Clerk and will become part 
of the record.  This Board can only accept sworn testimony.  No hearsay evidence is 
admissible. 

 
Shane Stewart will present the case for the County. 
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Rowan County Planning and Development Department 
402 North Main Street, Suite 204  Salisbury, NC 28144-4341 

Office: 704-216-8588 Fax: 704-216.7986 
 

MEMORANDUM 
 
TO:  Chairman Edds and Rowan County Board of Commissioners 
FROM: Shane Stewart, Assistant Planning Director  
DATE:             March 8, 2018 
RE:                  CUP 03-18 & SNIA 02-18 
 

 
Charles Lewandoski purchased Lot 7 in Mooresville Motorsports 
Center, located at 208 Performance Road (Tax Parcel 239-031), on 
January 24, 2018 in anticipation of constructing a new race shop and 

parts sales.  The Industrial (IND) zoning district permits race shops and the wholesale 
trade of new motor vehicle parts by right while the sale of used motor vehicle parts 
require a conditional use permit due to the use being categorized with “salvage yards” 
uses in Standard Industrial Classification (SIC) code (SIC 5015) noted in section 21-113 
of the Zoning Ordinance.   
 
Mr. Lewandoski is also requesting approval for a Special Non-Residential Intensity 
Allocation (SNIA 02-18) to exceed the administrative allowance of 12% built-upon area. 
 

According to Mr. Lewandoski, his business would 
primarily focus on new race car parts but, to a lesser 
degree, would include used parts typically small in 

size (e.g. springs, spindles, gagues, pedals) that come prepackaged for resale.  Operations 
do not include tear downs of any kind and do not include any parts for street legal cars.  
This site would also serve as the base for his race team. 
 

SUGGESTED BOARD OF COMMISSIONERS ACTION 
 
 

   Sworn oath for those testifying      Receive staff report      Petitioner 

 comments      Testimony from others      Close hearing and discuss        

   Three separate motions to adopt findings of fact      Motion to Approve /  

Deny / Table  CUP 03-18 & SNIA 02-18

REQUEST 

BUSINESS DESCRIPTION 
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Section 21-60 (5) of the Zoning Ordinance indicates the 
wholesale trade of used motor vehicle parts in the IND district 
is subject to the following standards identified in bold text 
followed by staff comments: 
 

1. Setbacks.  No material shall be stored closer than 100 feet to a public right-
of-way.  N/A.  All parts would be inside the proposed building. 

2. Security Fencing.  Fencing, a minimum of six (6) feet in height, shall be 
provided to preclude unauthorized access.  N/A.  All parts would be kept inside 
the proposed building. 

 
As provided in Section 21-59, the applicant provided 
their responses to the evaluation criteria (attached) 
with staff comments indicated below. 

 
1. Adequate transportation access to the site exists.  Mooresville Motorsports 

Center was established between 1988 - 1991 creating 66 industrial lots served 
by a 50 foot private right-of-way with a 24 foot paved road.  Thirty years later, 
the roads remain in good condition. 
 

2. The use will not significantly detract from the character of the surrounding 
area.  The proposed building and use will fit within the mix of existing 
industrial uses in the park.  While the wholesale trade of used parts is closely 
tied to salvage yard operations according to the SIC code, it is evident from 
speaking with the property owner the facility would operate nothing like a 
salvage yard.  To ensure as such, staff recommends two (2) conditions noted in 
the comments section. 
 

3. Hazardous safety conditions will not result.  Operations will be wholesale in 
nature with light manufacturing similar to other lots in the park. 
 

4. The use will not generate significant noise, odor, glare, or dust.  Staff 
anticipates these levels would be no different from other lots in the park. 
   

5. Excessive traffic or parking problems will not result.  Proposed plans 
indicate the Zoning Ordinance required two (2) parking spaces for the use and 
sufficient space for complete turning movements on site. 

 
6. The use will not create significant visual impacts for adjoining properties 

or   passersby.  Mooresville Motorsports Center is comprised of 105 acres of 
IND zoned property adjacent to another 232 acres of Commercial, Business, 
Industrial (CBI) zoned acres, which include the Mooresville Dragstrip. 

 
 

CONDITIONAL 
USE 

REQUIREMENTS 

EVALUATION CRITERIA 
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SNIA 02-18 REQUEST  
 

 
 Total lot area (less r/w):  1.14 AC 
 Building size:  6,000 sq.ft.  
 Other improvements:  10,710 sq.ft.    
 Total coverage:  16,710 sq.ft. (33.6%) 
 Allowable coverage by right:  5,958 sq.ft. (12%) 
 Impervious coverage allowed with SNIA approval:  34,760 sq.ft.  
 Coddle Creek Watershed Acres:  11,885 AC 
 Acres approved for SNIA:  137 AC 
 Percentage removed:   1% 
 

The BoC must adopt facts supporting the below findings of fact 
based on the above six (6) criteria:  
 

1. The development of the property in accordance with the proposed conditions will 
not materially endanger the public health or safety; 
 

2. That the development of the property in accordance with the proposed conditions 
will not substantially injure the value of adjoining or abutting property, or that the 
development is a public necessity; and 
 

3. That the location and character of the development in accordance with the 
proposed conditions will be in general harmony with the area in which it is 
located and in general conformity with any adopted county plans. 
 
 

See enclosed checklist to guide decision.  Planning Staff will provide example 
findings for consideration at the hearing. 
 

This request meets all standards for approval.  If approved, 
staff encourages the board to add the following conditions 
of approval: 

 
1. All motor vehicle parts must be kept within the building; and 
2. No junked motor vehicles may be kept outside the proposed building. 

STAFF COMMENTS 

PROCEDURES 





                  
ChaLew Performance, LLC is a race car specific parts 
supplier who offers delivery service and shipping to its 
customers.  
 
We are building a new warehouse/race shop on Performance 
Road to expand inventory and offer more efficient 
processing for our customers. While our main focus is new 
direct from manufacturer race car parts, we do also have 
used race car components that we offer. These components 
would never require outside of the building storage. While 
the code description may show this as a “salvage yard”, 
this would not be anything like one. These parts are high 
end pieces that are for racing use only and we do not offer 
ANY street car new or used auto parts. 
 
(1) The warehouse location is in an industrial park and has 
paved road access to building.  
 
(2) The warehouse inventory would not in any way change 
character of surrounding area. The location for this fits 
in perfectly with surrounding businesses, because of 
majority being in the same industry and having similar race 
car parts within their buildings.  
 
(3) No hazardous activities would be needed to be done to 
inventory. These parts are simply purchased, put on shelf 
and resold.  
 
(4) No type of maintenance or actions would be done that 
would generate any type of disturbance to neighboring 
areas.  
 
(5) No visual effects would change due to this. All 
inventory would be inside of warehouse and nothing would 
ever be stored on exterior of building.   
 
(6) The warehouse will be neatly kept and the inventory in 
question would not be noticed from outside of location.  
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Checklist for Review of Conditional Use Permits

Applicant: Charles Lewandoski

Property Owner: Charles Lewandoski

Tax Parcel: 239-031 Location: 208 Performance Road

Request: Wholesale trade of used motor vehicle parts

YES NO
Setbacks.  No material stored closer than 100 feet to a public right-of-way.

Security Fencing.  Minimum of six (6) feet in height to prevent unauthorized access.

YES NO
Adequate transportation access to the site exists.

The use will not significantly detract from the character of the surrounding area.

Hazardous safety conditions will not result.

The use will not generate significant noise, odor, glare, or dust.

Excessive traffic of parking problems will not result.

The use will not create significant visual impacts for adjoining properties or passersby.

    

YES NO
Motion 1: The development of the property in accordance with the proposed conditions 
                will not materially endanger the public health or safety.

Supporting Fact(s):

Motion 2: That the development of the property in accordance with the proposed 
               conditions will not substantially injure the value of adjoining or abutting 
               property, or that the development is a public necessity.

Supporting Fact(s):

Motion 3: That the location and character of the development in accordance with
               conditions will be in general harmony with the area in which it is located  
               and in general conformity with any adopted county plans.

Supporting Fact(s):

Additional Conditions.  Specific conditions attached to the application that ensure conformance with the 
zoning district, other county ordinances or that address the project's impacts to the surrounding area. 

Condition 1:

Condition 2:

Additional Conditions:

Permit Decision.  A simple majority vote is only needed.  Note that vacant seats and disqualified  
members are not counted in computing majority.

MOTION TO: GRANT DENY CONTINUE

Overview.  Conditional uses are assumed to be generally compatible with other land uses permitted in the 
zoning district in which the conditional use is proposed, but due to their unique characteristics or potential 
impacts on the surrounding areas or the county as a whole, individual consideration of their location, design, 
configuration and/or operation at the proposed location is required.  Specific conditions may be attached to a 
conditional use permit application in order to ensure conformance with the zoning district, other county 
ordinances or to address the project's impacts to the surrounding area.  

Evaluation Criteria.  Has the applicant demonstrated that their proposal can comply with the following 
general conditional use evaluation criteria?  For any item indicated as "NO", condition(s) may be added to 
bring the proposal into compliance. 

Required Findings.  All decisions regarding a conditional use permit application shall not be approved or 
denied unless each of the following findings has been made.  A motion and vote on each finding is necessary.  

Conditional Use Requirements.  Has the applicant provided the following specific items necessary for 
consideration?  For any item indicated as "NO", compliance with the condition(s) should be required prior to 











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: Randy Cress, Chief Information Officer
DATE: March 13, 2018
SUBJECT: Broadband Task Force Update

ATTACHMENTS:
Description Upload Date Type
Broadband Task Force Update 3/13/2018 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: James Meacham, Chief Executive Officer, Rowan County TDA
DATE: March 12, 2018
SUBJECT: Consideration Of An Inter-local Agreement For An Economic Development Partnership

With The Rowan Tourism Authority On A Tourism Capital Project

The Rowan County Tourism Authority seeks to enter into an inter-local agreement with Rowan County for
the completion of a tourism capital project in the Central Business District of Salisbury.  The project's
purpose is to support economic development through new tourism and visitor infrastructure.  The Tourism
Authority purchased the 1920 era Fisher Thompson Hardware Storage Structure on Kerr Street in early 2017
for the purpose of creating a dynamic outdoor venue and improve access to existing and future tourism
businesses in the Railwalk Area of Salisbury's Central Business District.  (*Structure is located between Lee
Street and Depot Street, next to the Emporium, current businesses in the area include Morgan Ridge Railwalk
Brewery, Lee Street Theater, Emporium and Railwalk Artist Galleries, the Railwalk area refers to the area
between Lee Street and Depot Street*)
The repurposed structure will provide improved vehicular and pedestrian access in the Railwalk increasing
access to current and future businesses in an effort to drive greater sales and expenditures.  Additionally it will
provide for a new dynamic outdoor venue for concerts, markets, performances and events to drive additional
visitor spending. 
The proposed changes to the structure have been approved by the Historic Preservation Commission, plans
have been submitted to the inspection department for approval and the project has been submitted for bid. 
As a North Carolina Public Authority the Tourism Authority utilizes the same bid process as local
government for capital projects. 
Before Rowan County occupancy tax law was changed in June 2017 by the NC General Assembly the
Rowan Tourism Authority was limited to tourism capital projects in the City limits of Salisbury. (**changes
eliminated the Salisbury Tourism Authority, consolidated to a single tax for the entire County and allowed the
Rowan Tourism Authority to invest in tourism capital projects county-wide**)  The Tourism Authority began
the Railwalk project before the tax change was implemented.  Upon implementation of the new law, the
former Salisbury TDA Board and the City of Salisbury requested that the Rowan TDA consider completing
the project it started. 
In addition to repurposing the Fisher Thompson Building the Tourism Authority will partner with the City of
Salisbury to improve the Railwalk streetscape which runs from Morgan Ridge Railwalk Brewery in the 400
block of Lee Street, past Lee Street Theater, through the 300 block to Depot Street and connecting with the
Historic Train Depot and Amtrak Station.  This partnership will connect the rail station and the Railwalk,
improve access to businesses and will included improved lighting and aesthetics to enhance safety and



atmosphere.  The Railwalk area in the last 5 years has seen over $3,000,000 in investment in tourism related
organizations, most notably Lee Street Theater and Morgan Ridge Railwalk and Brewery.
The Rowan Tourism Authority is dedicated to honoring its previous commitments in an expedited manner so
it can direct its future focus towards tourism related capital projects across all of Rowan County.  The
anticipated cost to complete the Fisher Thompson Structure in the Railwalk is $300,000.  The Tourism
Authority requests the Board of Commissioners consider entering into an inter-local agreement with the
Tourism Authority regarding the completion of the project. 
The Authority requests the Board of Commissioners consider utilizing economic development funds to remit
the full cost of the project to the Tourism Authority in Fiscal Year 2018-2019 and the Tourism Authority agree
to reimburse the County over a five year period beginning in Fiscal Year 2019-2020 and concluding in Fiscal
Year 2023-2024.  

ATTACHMENTS:
Description Upload Date Type
Railwalk Fisher Thompson Structure 3/12/2018 Cover Memo
Railwalk Overview Image Fisher
Thompson.pdf 3/12/2018 Cover Memo

Railwalk Fisher Thompson Structure 2 3/12/2018 Cover Memo
Railwalk Fisher Thompson Structure 3 3/12/2018 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: March 13, 2018
SUBJECT: Financial Report

Please see attached graphs.

ATTACHMENTS:
Description Upload Date Type
Graphs 3/13/2018 Backup Material











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: March 13, 2018
SUBJECT: Budget Amendments

Please see attached budget amendments.

Please approve attached budget amendments.

ATTACHMENTS:
Description Upload Date Type
Budget Amendments 3/13/2018 Budget Amendment























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: March 13, 2018
SUBJECT: Regarding Legal Counsel For Potential Opioid Litigation

The Board is asked to enter into Closed Session pursuant to North Carolina General Statute 143-318.11(a)
(3) for attorney-client privileged communication regarding legal counsel for potential opioid litigation.

ATTACHMENTS:
Description Upload Date Type
No Attachments Available
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