Chowan County Board of Commissioners
SPECIAL MEETING
Monday, September 21, 2026
Chowan County Public Safety Center
305 West Freemason Street
5:00 pm

AGENDA
The Chowan County Board of Commissioners will hold a special meeting on Monday, September 21, 2026,
at 5:00pm before the regular 6pm meeting. The special meeting will be held in the Chowan County Public
Safety Center (305 West Freemason St. Edenton, NC).

The purpose of this special meeting will be a closed session to meet in accordance with NCGS 143-318-11
(a) (3 and 5) Attorney Client Privilege and Contract Negotiations. The regular meeting at 6:00pm will
follow.

Chowan County Board of Commissioners
Regular Meeting
Monday, September 21, 2026
Chowan County Public Safety Center
305 West Freemason Street

6:00pm
AGENDA
Regular Meeting
a. Call to Order
b. Pledge
C. Invocation Commissioner Evans

1. Approval of Draft Agenda

2. Public Comment
In accordance with NCGS 153A-52.1 The Board will allow a maximum of 3 minutes per speaker
during the Public Comment Period.

**General Public Comment is typically addressed during Timely & Important Matters **

3. Consent Agenda
All items on the Consent Agenda are considered routine and may be enacted by one motion. If a
County Commissioner requests discussion on an item, the item will be removed from the Consent
Agenda and considered separately.
a. Minutes of the following meetings:
- August 3, 2026 Regular Meeting
- August 17, 2026 Regular Meeting
- September 1, 2026 Special Meeting




. Water Rate and Fee Schedule Amendment - Public Hearing

The public hearing is for a proposed amendment to the 2026-27 Chowan County Budget in
accordance with NCGS 159-15. The Board will consider a proposal to amend the Chowan County
water rate and other fees. The Board has considered a rate increase to allow the County to apply for a
grant (loan forgiveness) to make improvements to the water system in preparation for the
construction of the Reverse Osmosis (RO) Plant. The grant requires that the County’s cost recovery
ratio be higher than the current ratio of 1 (breaking even). To qualify for 75% loan forgiveness a rate
of $10.80 per 1,000 gallons is needed. Staff recommends setting a rate of $11 for ease of billing,
collections and funds additional capital projects. The current rate is $7 per 1,000 gallons. The average
Chowan County water bill (solid waste not included) is $14 for 2,000 gallons. The estimated water
bill for this same average usage would be $22 with approval of the recommended rate increase. *The
last water rate increase was approved in September 2017.

Attached to this agenda packet are water bill examples with the new rates and proposed fee schedule
amendments. Citizens will be given the opportunity to address the Board at this hearing.

Solid Waste Fee - Public Hearing

The public hearing is for a proposed amendment to the 2026-27 Chowan County Budget in
accordance with NCGS 159-15. The Board will consider a proposal to amend the Chowan County
solid waste fee. The current solid waste fee is $18 per month, the proposed solid waste fee is $21.
Citizens will be given the opportunity to address the Board at this hearing.

. Land Use Ordinance - Public Hearing

The Board has scheduled a Public Hearing, to be held to consider the following: Updates to Chowan
County’s Land Use Ordinances as unified Land Use Regulations The ordinances are available for
review at the County Planning & Inspections Dept. located at 305 W. Freemason St. All interested
citizens are urged to attend this meeting. Citizens will be given the opportunity to address the Board
at this hearing.

. NC DEQO Division of Water Infrastructure Application for Funding and Resolution

The Board will consider approval of application for funding documents including a resolution to allow
the County to apply for a grant (loan forgiveness) to make improvements to the water system in
preparation for the construction of the Reverse Osmosis (RO) Plant. The grant requires that the County’s
cost recovery ratio be higher than the current ratio of 1 (breaking even). The application is for Cape
Colony Water System Improvements.

. Water Plant House Demolition

Staff requests that the house located at the Water Plant (1610 Virginia Rd. Edenton) be declared surplus
and approved for demolition and disposal. Staff has obtained two quotes for the demolition; it is
recommended the bid from the low bidder in the amount of $9,800 be approved. A budget amendment
will be sent to the Board at the next meeting to utilize funds from Water Fund Balance to cover the costs.

Senior Center Items

SCOPE General Purpose Grant

The Board will consider approval of a grant application in the amount of $11,000. The grant is for new
equipment for the Senior Center. The County’s match is $3,667 using in-kind funds.

Senior Center Hours of Operation
The Board will consider approval of a recommendation to amend the hours of the Senior Center to be
open until 7pm on Monday through Thursday for a trial period during the month of October.




10.

11.

12.

13.

14.

15.

16.

Chowan County Personnel Policy Amendment

As part of the classification and pay plan study the MAPS group has provided an amended Personnel
Policy Manual. Staff has reviewed the manual and provided a summary of changes from the original
policy for the Board to review. A copy of the changes along with the new policy are included in the
packet. The Board will consider approval of the policy at the next regular meeting on October 5, 2026.

Letter of Support for MiTek

The Town of Hertford is requesting a letter of support for an application to the Public Works and
Economic Adjustment Assistance Programs (PWEAA) for enhancing critical infrastructure to support
regional employment and economic growth for a new electrical substation necessary to serve MiTek and
the Perquimans County Marine Industrial Park. A copy of the letter is attached for the Board’s review
and consideration.

Financial Items
Finance Officer Cathy Smith will present the following:

a. FY25-26 Budget Cleanup Amendment
2026-076

b. FY26-27 Budget Amendments
2027-012

c. Financial Report
Finance Officer Cathy Smith will provide the Board with preliminary financial reports for
June 2026.

External Board/Committee Report
Board members are asked to report on the activities of the external boards to which they have been
appointed.

Manager’s Report
County Manager Kevin Howard will update the Board on any pending matters.

- NACO Membership Discussion

Timely and Important Matters

Adjourn



Chowan County Board of Commissioners
Regular Meeting
Monday, August 3, 2026
Chowan County Public Safety Center
305 West Freemason St.
Edenton, NC 27980
6:00pm

This meeting was recorded. A copy of the recording is in the clerk’s server meeting file labeled
August 3, 2026.

Present: Chairman Bob Kirby, Commissioners Larry McLaughlin, Ellis Lawrence, Tray Taylor,
Ron Cummings and Tony Shaffer.

Commissioner Chris Evans was absent.

Staff present County Manager Kevin Howard, Finance Officer Cathy Smith and Board Clerk
Susanne Stallings.

Regular Meeting
Chairman Kirby called the regular meeting to order and led the pledge.

Commissioner Cummings then offered the invocation.

Approval of Agenda
Commissioner Mclaughlin moved to approve the agenda as presented.

Chair Kirby asked for all in favor, the motion passed unanimously (6-0).

Public Comment
Chair Kirby opened the floor for public comment.

Kathleen Miglorie, 1222 Sound Shore Dr. suggested the Board consider doing an insert in the
next tax bill that explains the increase in the proposed tax rate.

a. Minutes
Minutes of the following meetings:

- June 12, 2026 Special Meeting
- June 15, 2026 Regular Meeting
- June 16, 2026 5 on 5 Committee
- June 18, 2026 Board of E&R
- June 22, 2026 Board of E&R
- June 26, 2026 Special Meeting
- June 29, 2026 continued to June 30, 2026, Special Meetings
- July 13, 2026 Regular Meeting
- July 15, 2026 Board of E&R
- July 27, 2026 Special Meeting

Commissioner McLaughlin moved to approve the consent agenda as presented. Chair Kirby
asked for all in favor, the motion passed unanimously (6-0).

Resolution — Child Support Awareness Month




Karen Johnson with Young Williams and DSS Director Tyeshia Phelps presented a resolution,
for the Board’s consideration, that declares August 2026 as Child Support Awareness Month in
Chowan County.

It was noted that an additional “and” was omitted from the draft resolution.

Commissioner Shaffer moved to approve the resolution as modified. Chair Kirby asked for all in
favor, the motion passed unanimously (6-0).

State of North Carolina
County of Chowan
Proclamation
Child Support Awareness Month
August 2026

WHEREAS Chowan County is recognizing August as Child Support Awareness Month, and reaffirms its
commitment to strengthening Chowan Counties families by providing child support services to improve
the economic stability and well-being of children; and

WHEREAS, in State Fiscal Year 2025-26, more than $1.2 million in child support was collected from
parents of Chowan County’s children, and

WHEREAS, there are nearly 694 child support orders in place, working to ensure that children receive
financial support from their parents: and

WHEREAS, the court must order either parent to obtain and maintain medical health insurance coverage
for a child if it is actually and currently available to the parent at a reasonable cost: and

WHEREAS Child Support Awareness Month salutes the diligent working parents who spend time with
their child and who make regular child support payments, to safeguard their children's future: and

WHEREAS, strengthening individuals and families promotes the safety and well-being of children,
provides stability, improves the lives of children, and provides opportunities for families to be able to
enhance their children’s futures; and

WHEREAS, children who do not receive adequate financial and emotional support from their parents may
experience greater difficulty in becoming healthy, happy, and productive citizens; and

WHEREAS, many concerned and dedicated judges, district attorneys, clerks of court, sheriffs’ personnel,
and child support professionals work to establish and enforce child support orders for Chowan County
children, one of our county’s most vital resources.

NOW, THEREFORE, We, the Chowan County Board of Commissioners, do hereby proclaim August 2026, as
“CHILD SUPPORT AWARENESS MONTH” in Chowan County, and commend its observance to all citizens.

NCDOT Abandonment Petition

Ms. Stallings presented the Board with a petition received that would be forwarded if approved
to NCDOT. The petition requests that NCDOT abandon a section of North Broad Street (SR
1328) as requested by Roseburg Forest Products. A copy of the petition and information is
included in the meeting folder labeled August 3, 2026.

Commissioner McLaughlin moved to approve the petition as presented. Chair Kirby asked for all
in favor, the motion passed unanimously (6-0).



Chair Kirby noted that each petition is reviewed individually based on its merit and encouraged
the Board to review all requests to ensure each is reviewed.

North Carolina Department of Transportation
Division of Highways
Request for Secondary Road Abandonment

North Carolina
Chowan County
Road Description : _ Portion of North Broad Street (SR 1328)

WHEREAS, the attached petition has been filed with the Board of County Commissioners of the County
of Chowan requesting that the above described road, the location of which has been indicated on the
attached map, be abandoned from the Secondary Road System, and

WHEREAS, the Board of County Commissioners is of the opinion that the above described road should
be abandoned from the Secondary Road System, and

NOW, THEREFORE, be it resolved by the Board of County Commissioners of the County of
Chowan that the Division of Highways is hereby requested to review the above described road, and to
abandon portion of North Broad Street from the State Maintained System.

CERTIFICATE
The foregoing resolution was duly adopted by the Board of Commissioners of the County of Chowan at a
meeting on the 3™ day of August, 2026.

Fire Inspector Approval of Fireworks Displays Annual Request

Ms. Stallings noted that in accordance with a resolution adopted by the Board of Commissioners
on April 1, 2019, each year, the Fire Inspector may present the Board with a list of pyrotechnic
companies that request frequent permits for fireworks displays within Chowan County. The Fire
Inspector requests that the Board delegate him the authority to review the display applications to
ensure all federal, state and local requirements are met and . The list submitted this year contains
the name of one company, Shot in the Dark Pyrotechnics. All other pyrotechnic companies will
be required to submit approval requests to the Board of Commissioners in a timely manner prior
to their scheduled event.

Commissioner Taylor moved to approve the request from the Fire Inspector as presented. Chair
Kirby asked for all in favor, the motion passed unanimously (6-0).

Review Officer Appointment Resolution

Ms. Stallings noted that the Board will review and consider approval of a resolution that updates
the Chowan County Review Officers. Chris Elsbree, GIS/Land Records Manager will serve as
the primary review officer, and Planner Robert Daniel will serve as back up review officer.
County Manager Kevin Howard will serve as the backup if Mr. Elsbree or Mr. Daniel are
unavailable.

Commissioner Shaffer moved to approve the resolution as presented. Chair Kirby asked for all in
favor, the motion passed unanimously (6-0).



RESOLUTION

WHEREAS, North Carolina General Statute 47-30.2 requires that the Board of County Commissioners in
each county, by resolution, designate by name, one or more persons experienced in mapping or land
records management as Review Officer to review each map or plat before it is recorded; and,

WHEREAS, the main purpose of this law is to ensure an expeditious review of plats to determine whether
they comply with all statutory requirements before they are presented to the Register of Deeds for
recording; and,

WHEREAS, pursuant to the appropriate statute, the Chowan County Board of Commissioners, has from
time to time, adopted resolutions appointing one or more named persons experienced in mapping for land
records management as Review Officers; and,

WHEREAS, the Chowan County Board of Commissioners desires to update, revise and restate the persons
named as Review Officers; and,

NOW THEREFORE, BE IT RESOLVED by the Chowan County Board of Commissioners as follows:

1. That the following persons are experienced in mapping and/or land records management, and
pursuant to NCGS 47-30.2, have been and are hereby appointed as Review Officers in Chowan
County:

Chris Elsbree, GIS/Land Records Manager
Robert Daniel, Planner
Kevin Howard, Chowan County Manager

2. Chis Elsbree is to serve as the Review Officer in his role as GIS/Land Records Manager and
Robert Daniel Planner and Kevin Howard, Chowan County Manager are to serve only when Chris
Elsbree, is unavailable.

3. All duties as Review Officer will dissolve when employment is terminated.
4. This resolution shall be recorded in the Office of the Register of Deeds for Chowan County as soon

as practicable after its adoption

Adopted this the 3™ day of August 2026.

Appointment —Regional Advisory Council — (Albemarle Commission)

Ms. Stallings stated that it is recommended that Brenda Lawrence be appointed to fill the seat
that was previously held by Glorious Elliott. Ms. Lawrence has served as an alternate for Ms.
Elliot on various Boards with the Commission and is currently volunteering in this capacity.

Commissioner McLaughlin moved to approve the appointment as presented. Chair Kirby asked
for all in favor, the motion passed unanimously (6-0).

Tax Foreclosure Surplus

Mr. Howard noted that the following property is a tax foreclosure which did not sell during the
foreclosure process. If the property does not sell, the County takes ownership, forgives the taxes
owed and pays attorney fees and suit costs. Staff have determined that this property is of no use
to the County and recommend that the property be sold via upset bid outlined in the general
statutes (NCGS §153A-176 and §160A-269).

103 and 105 Colony Dr.




Real property owned by Chowan County located at 103 and 105 Colony Drive. (PIN
781307588539 and PIN 7813-07-58-7562) Property consists of two parcels of vacant land of
approximately 0.35 and 0.34 acres as described in Deed Book 609 pages 795 of the Chowan
County Public Registry. The minimum bid at foreclosure was $8,355.03 which includes taxes
owed and fees, this bid was not met. He stated a minimum bid of $100 is recommended.

Commissioner McLaughlin moved to declare the property surplus and allow the minimum bid to
be set at $100 for upset bids. Chair Kirby asked for all in favor, the motion passed unanimously
(6-0).

Financial Items
Finance Officer Cathy Smith presented the following:

FY 25-26 Budget Clean Up Amendments

BA2026-074
L. Revenue Expense
Account Number Account Description
(Inc+/Dec-) (Inc+/Dec-)

ABC Bottle Tax

11-3838-310-00 ABC Bottle Tax - Rev 1,037.75

11-5210-440-00 ABC Bottle Tax - Exp 1,037.75
Special Appropriation:

11-8300-923-00 Contribution to Sterling Baker (0.38)
Transfers Out

11-9800-980-30 Tramsfer to Debt Servoce 0.38

Balanced 1,037.75 1,037.75

Justification:

Budget Clean-up FY 06/30/26

Commissioner Shaffer moved to approve the budget amendment as presented. Chair Kirby asked
for all in favor, the motion passed unanimously (6-0).

FY 26-27 Budget Amendment
BA2027-02




.. Revenue Expense
Account Number Account Description
(Inc+/Dec-) (Inc+/Dec-)
JCPC - ASP
11-6131-126-00 Salaries - PT 2,447.00
11-6131-181-00 Fica Expense 168.00
11-6131-261-00 Office Supplies 500.00
11-6131-291-00 Program Support (1,000.00)
11-6131-311-00 Travel (500.00)
11-6131-390-00 Restitution & Other Services (1,615.00)

Justification:

Balanced

To adjust the 2027 budget for After School Program to agree with program

BA2027-03

agreement.




Account Number ||

Account Description

Revenue
(Inc+/Dec-)

Expense
(Inc+/Dec-)

Fund Balance
11-3990-990-00
Admin/Finance
11-4120-121-00
11-4120-181-00
11-4120-182-00
Tax Admin
11-4140-121-00
11-4140-181-00
11-4140-182-00
Elections
11-4170-121-00
11-4170-181-00
11-4170-182-00
ROD
11-4180-121-00
11-4180-181-00
11-4180-182-00
Land Records
11-4190-121-00
11-4190-181-00
11-4190-182-00
T
11-4210-121-00
11-4210-181-00
11-4210-182-00
EnM
11-4330-121-00
11-4330-181-00
11-4330-182-00
Maintenance
11-4240-121-00
11-4240-181-00
11-4240-182-00
SR Center
11-4268-121-00
11-4268-126-00
11-4268-181-00
11-4268-182-00
Central (911)
11-4270-121-00
11-4270-181-00
11-4270-182-00
Sheriff
11-4310-121-00
11-4310-181-00
11-4310-182-00
SRO
11-4312-121-00
11-4312-181-00
11-4312-182-00
Inspections
11-4350-121-00
11-4350-181-00
11-4350-182-00
Animal Control
11-4380-121-00
11-4380-181-00
11-4380-182-00
Animal Shelter
11-4381-121-00
11-4381-181-00
11-4381-182-00
Soil & Water
11-4730-121-00
11-4730-181-00
11-4730-182-00
Planning
11-4910-121-00
11-4910-181-00
11-4910-182-00
Veterans
11-5820-126-00
11-5820-181-00
Recreation
11-6130-121-00
11-6130-181-00
11-6130-182-00
Central Services
11-8200-129-00
11-8200-129-01

Justification:

Fund Balance Appropriated

Salaries - Regular
Fica Expense
Retirement

Salaries - Regular
Fica Expense
Retirement

Salaries - Regular
Fica Expense
Retirement

Salaries - Regular
Fica Expense
Retirement

Salaries - Regular
Fica Expense
Retirement

Salaries - Regular
Fica Expense
Retirement

Salaries - Regular
Fica Expense
Retirement

Salaries - Regular
Fica Expense
Retirement

Salaries - Regular
Salaries - PT

Fica Expense
Retirement

Salaries - Regular
Fica Expense
Retirement

Salaries - Regular
Fica Expense
Retirement

Salaries - Regular
Fica Expense
Retirement

Salaries - Regular
Fica Expense
Retirement

Salaries - Regular
Fica Expense
Retirement

Salaries - Regular
Fica Expense
Retirement

Salaries - Regular
Fica Expense
Retirement

Salaries - Regular
Fica Expense
Retirement

Salaries - Regular
Fica Expense

Salaries - Regular
Fica Expense
Retirement

Salary Study Expense

COLA Expense

Balanced

58,344.00

39,504.00
3,022.00
5,965.00

21,691.00
1,659.00
3,275.00

7,781.00
595.00
1,175.00

11,564.00
885.00
1,746.00

9,834.00
752.00
1,485.00

11,813.00
204.00
1,784.00

2,430.00
186.00
367.00

23,294.00
1,782.00
3,517.00

4,432.00
9,189.00
1,042.00
2,057.00

38,203.00
2,923.00
5,769.00

44,416.00
3,398.00
7,418.00

5,348.00
409.00
915.00

8,346.00
638.00
1,260.00

9,416.00
720.00
1,422.00

13,410.00
1,026.00
2,025.00

11,232.00
859.00
1,696.00

2,437.00
186.00
368.00

3,930.00
301.00

26,189.00
2,003.00
3,955.00

(269,290.00)
(46,314.00)

58,344.00

To amend the 2027 budget for General Fund departments to include
salary/benefit increases for the Salary Study conducted by the MAPS Group. An
estimate for Salary Study and COLA was included in the 2027 budget and this

amendment adjusts to actual.

58,344.00



BA2027-04

L. Revenue Expense
Account Number Account Description
(Inc+/Dec-) (Inc+/Dec-)

General Fund

11-3990-990-00 Fund Balance Appropriated 5,016.00

11-9800-980-12 Transfer to DSS Fund 12,539.00

11-9800-980-60 Transfer to EMS Fund (7,523.00)
Social Services

12-3531-230-01 Social Services Admin 12,539.00

12-3980-980-11 Transfer from General Fund 12,539.00

12-5310-121-00 Salaries - Regular 45,440.00

12-5310-129-00 Salary Study Expense (30,699.00)

12-5310-181-00 Fica Expense 3,476.00

12-5310-182-00 Retirement 6,861.00
EMS

60-3980-980-11 Transfer from General Fund (7,523.00)

60-4370-121-00 Salaries - Regular 45,236.00

60-4370-129-00 Salary Study Expense (63,051.00)

60-4370-181-00 Fica Expense 3,461.00

60-4370-182-00 Retirement 6,831.00
Water

61-3990-990-00 Fund Balance Appropriated 5,066.00

61-7120-121-00 Salaries - Regular 27,091.00

61-7120-129-00 Salary Study Expense (28,188.00)

61-7120-181-00 Fica Expense 2,072.00

61-7120-182-00 Retirement 4,091.00

Balanced 27,637.00 27,637.00

Justification:

To amend the 2027 budget for DSS/EMS/Water Funds to include salary/benefit
increases for the Salary Study conducted by the MAPS Group. An estimate for
Salary Study/COLA was included in the 2027 budget and this amendment

BA2027-05

adjusts to actual.




Account Number Account Description Revenue Expense
(Inc+/Dec-) (Inc+/Dec-)
Carry-Forward Balances

S&W
11-4730-611-00 ARCD Grant 7,377.39
11-3990-990-05 FB Appropriation - S&W 7,377.39

Agriculture Extension
11-4952-600-00 *Hospital Foundation Grant (548.75)
11-4953-440-00 *AG Program Expenses / Discretionary (15.76)
11-4953-445-00 *4-H United Way (122.15)
11-4953-448-00 *4-H Fees / Discretionary (576.56)
11-4953-451-00 *Comm Ben/Health Grant (252.27)
11-3990-990-06 FB Appropriation - Coop (1,515.49)

COA
11-5923-635-00 COA Capital Outlay - Reserve 135,763.65
11-3990-990-10 FB Appropriation - COA 135,763.65

Recreation
11-6132-453-00 *Recreation - Special Events (200.00)
11-3990-990-08 FB Appropriation - Recreation (200.00)

Balanced 141,425.55 141,425.55

Justification:

To amend the 2027 budget to include carry-forward balances for Soil &
Water, Cooperative Extension, College of the Albemarle Capital Outlay,

BA2027-06

and Recreation.




Revenue Expense

Account Number Account Description (Inc+/Dec-) (Inc+/Dec-)
Carry-Forward Balances - Capital Projects

Capital Projects
32-8100-457-00 Courthouse - Renovations 29,647.66
32-8100-461-00 DF Walker - Gymn Door Replacement 36,343.79
32-8100-609-00 PSC - Chiller 50,000.00
32-8100-615-00 Hicks Field Renovations 70,500.00
32-3810-033-00 Contribution from Capital Reserve 186,491.45

Capital Resereve
33-9800-980-32 Transfer to Capital Projects 186,491.45
33-9930-995-00 Designated for Future Appropriations (186,491.45)

Balanced 186,491.45 186,491.45

Justification:

To amend the 2027 budget to include carry-forward balances for capital
projects not completed in 2026.

Commissioner Lawrence moved to approve the budget amendment as presented. Chair Kirby
asked for all in favor, the motion passed unanimously (6-0).

Commissioner McLaughlin stated that the salary increases in the budget amendments may sound
confusing, but the Board has voted to provide salary increases for staff to bring pay up to a
competitive level. He stated that each salary increase is well deserved and will allow Chowan to
remain competitive in the region and will help with employee retention.

External Board/Committee Report
Commissioner Lawrence reported on the Airport Board and COA Board.

Commissioner Shaffer reported on a project to bring drone training for law enforcement to
Chowan.

Chair Kirby reported on the Albemarle District Jail Board.

Manager’s Report

Bertie/Martin Jail Request

Mr. Howard reported that officials from Bertie/Martin Jail recently requested that Chowan

consider a potential proposal for Bertie/Martin to use the recently vacated Chowan County

Detention Center while repairs are being made to the Bertie Martin Jail. He stated a formal
request will be forthcoming.

Drivers License Office (Shepard Building)

Mr. Howard reported that the roof is still leaking and staff plan to seal the roof again. He noted
that staff would like to find photos of a previous design of roof and change the roof design to
help with drainage.

Timely and Important Matters




Next Meeting
Ms. Stallings noted that the next Commissioner meeting, scheduled for August 17" will be held

at the Northern Chowan Community Center.

Tax Rate
Commissioner McLaughlin discussed the changes in the law prior to adoption of the FY 2026-27
tax rate and its impact on the County’s budget planning.

It was requested that staff develop an informational flyer on the impact of SB474 and the tax
rate. Mr. Howard stated he would report back at the next meeting if there were any additional
costs for creating the flyer.

Adjourn
Being no further business, Commissioner Shaffer moved that the meeting be adjourned. Chair

Kirby asked for all in favor, the motion passed unanimously (6-0).

Bob Kirby, Chair Susanne Stallings, Clerk



Chowan County Board of Commissioners
Regular Meeting
Monday, August 17, 2026
6:00 pm
Northern Chowan Community Center
2869 Virginia Road
Tyner, NC

Present: Chairman Bob Kirby, Commissioners Larry McLaughlin, Ellis Lawrence, Ron
Cummings, Chris Evans, Tony Shaffer and Tray Taylor.

Staff present County Manager Kevin Howard, Board Clerk Susanne Stallings and Finance
Officer Cathy Smith.

Regular Meeting
Chairman Kirby called the regular meeting to order and led the pledge.

Commissioner McLaughlin then offered the invocation.

Approval of Agenda
Commissioner Mclaughlin moved to approve the agenda as presented.

Chair Kirby asked for all in favor, the motion passed unanimously (7-0).

Public Comment
Chair Kirby opened the floor for public comment.

Tammi Ward, Superintendent of Edenton Chowan Schools stated she wished to speak on facility
usage concerns particularly regarding the tennis courts. She noted that with regards to the High
School, MB Khan is on site working on a punch list and has obtained a clear certificate of
occupancy and obtaining property insurance and both of those steps were completed on August
Ist. She stated that an agreement for community use of the facilities is being reviewed by the
Board of Education. She stated that this type of agreement requires two readings and the second
reading of the agreement will be at the Board of Education meeting on August 18" before the
policy can be adopted and finalized.

Lisa Laws, 211 Heritage Point Dr. stated she has donated supplies and time at John A. Holmes
High School and has participated in historical education at all of the schools. She stated she
values public schools. She stated she has a problem with the life vision program. She stated
removing children from the classroom is concerning and she also doesn’t understand the reason
for rushing the program. She stated that Michelle Lewis is running the program and her husband
is also head of the school board. She stated she would like more explanation on the program
from the schools. She shared a recent experience with Chowan EMS personally. She stated that
the ambulance that came to her did not have water. She stated that the EMTs did not have phone
service in that area. She stated that the paramedics could not look up protocol for her treatment.
She stated it was not a good experience to have confidence in the Paramedics.

Kermit Nixon, 410 Tynch Town Rd. thanked the Commissioners, Town Council and Board of
Education for their hard work to make the tennis facility a reality. He stated that the tennis
courts will be open to the public once the agreement is approved. He stated there will be some
repairs needed.



Dr. Sam Moskowitz 214 Oak Ridge Dr. stated that the tennis courts provide joy to the public and
provide exercise opportunities for the public. He stated that both boards would be well advised
to listen to the expertise of those who have experience in maintaining and repairing the courts.

There was no further public comment.

Consent Agenda
Surplus
Item/Description VIN or Asset ID Method for Disposal
2008 Chevrolet Avalanche 9890 Gov Deals Auction
1998 Ford Escort 1363 Gov Deals Auction

Commissioner Cummings moved to approve the consent agenda as presented. Chair Kirby asked
for all in favor, the motion passed unanimously (7-0).

ADJ — Security System

Mr. Howard stated that the ADJ Commission requested funding in the State budget but did not
receive the requested appropriation. The amount of $59,834.03 is Chowan County’s portion of
the expense for the new jail security system. He noted the funds for this expense would come
from fund balance.

Commissioner Shaffer asked if there would be regular requests for additional capital.

Mr. Howard stated there is a push to keep capital requests within the annual funding (budget
process). He stated during his manager’s report he will provide the Board with information on
salary increases for ADJ employees and stated these types of requests should not happen often.
Commissioner Shaffer asked if the county has the funds.

Mr. Howard stated it would come from fund balance.

Commissioner Shaffer moved to approve the one-time request.

Chair Kirby noted this request was approved by ADJ before Chowan joined. He noted that ADJ
did not get the state grant funds for this in the state budget.

Mr. Howard noted the current system is obsolete and needs replacement.

Chair Kirby asked for all in favor, the motion passed unanimously (7-0).

Resolution — SNAP Benefit Cost Share Delay Request
Mr. Howard stated that the North Carolina Association of County Commissioners has prepared
this draft resolution. He discussed the draft resolution in support of language in the next farm bill




that delays implementation of the SNAP benefit cost-share requirement until the federal fiscal
year 2030.He noted that the state is working to reduce the error rate and if the errors are below
5% the County will not have to pay back the funds.

Commissioner Lawerence moved to approve the resolution as presented. Chair Kirby asked for
all in favor, the motion passed unanimously (7-0).

A RESOLUTION OF THE CHOWAN COUNTY BOARD OF COMMISSIONERS URGING
CONGRESS TO DELAY THE SNAP BENEFIT COST-SHARE REQUIREMENT UNTIL
FEDERAL FISCAL YEAR 2030

WHEREAS, H.R. 1 established, among other provisions, a new SNAP benefit cost-share requirement to be
borne by the states; and

WHEREAS, North Carolina operates a county-administered, state-supervised public assistance system in which
100 county departments of social services determine eligibility and administer SNAP benefits; and

WHEREAS, meaningful, sustained reductions in payment error rates require multiple years of continued
investment in staff training, technology modernization, and operational improvements, all of which are underway
but not yet complete; and

WHEREAS, North Carolina's counties have reduced the state's SNAP payment error rate from 10.21% to 7.36%
over the past year, the third-largest reduction of any state in the nation, giving North Carolina the second-lowest
error rate among the ten most populous states; and

WHEREAS, imposing the SNAP benefit cost-share requirement before counties have adequate time to fully
implement these reforms risks undermining the very program improvements Congress intends to achieve; and

WHEREAS, North Carolina's counties already share responsibility for the state's increased SNAP
administrative costs, an additional expense totaling approximately $69 million annually; and

WHEREAS, county Departments of Social Services are simultaneously preparing to implement significant
Medicaid eligibility changes required under H.R. 1, further straining an eligibility workforce that already faces
recruitment and retention challenges; and

WHEREAS, a uniform, nationwide delay of the SNAP benefit cost-share requirement until Federal Fiscal Year
2030 would treat all states equitably, reward states such as North Carolina that have invested heavily in staff and
program integrity, and provide the time necessary to modernize systems and successfully implement reforms
while maintaining service to eligible families;

NOW, THEREFORE, BE IT RESOLVED by the Board of Commissioners of Chowan County North
Carolina, that:

1. The Board urges the North Carolina Congressional Delegation and the United States Congress to include
language in the 2026 Farm Bill delaying the SNAP benefit cost-share requirement established in H.R. 1 until
Federal Fiscal Year 2030.

2. The Board affirms its continued commitment to strengthening SNAP program integrity and reducing payment
error rates in partnership with other counties and the State of North Carolina.

3. The Clerk to the Board is directed to transmit a copy of this Resolution to each member of the North Carolina
Congressional Delegation.

ADOPTED this 17th day of August, 2026.

Animal Shelter Van

Mr. Howard stated that the Shelter director is requesting permission to purchase a full-size van
for the Animal Shelter. The request is for $36,000. If approved by the Board, a budget
amendment will be considered later in the meeting that utilizes the insurance proceeds that were
received last year for the totaled van as well as $26,000 from the capital building fund. He noted
that the capital cost will be split between the three counties.




Commissioner Shaffer moved to approve the purchase as presented. Chair Kirby asked for all in
favor, the motion passed unanimously (7-0).

Upset Minimum Bid Amendment

Ms. Stallings noted that in preparation for the upcoming upset bid listing for tax foreclosure
properties, staff reviewed the lots for any non-conformity and to determine if the lots are
potentially buildable. Staff recommend the following minimum bid amendments:

Property Address - Description Minimum Bid Set
by BOC
132 Cheyenne Trail (PIN 6970-08-79-9512) $2,000
Property consists of a parcel of vacant land of approximately Recommend change

.26 acres (combined two lots 53 & 54 in Deed Book 564 Page to $500
746 of the Chowan County Public Registry) the property is
described in Deed Book 563 page 214 of the Chowan County
Public Registry. Two parcels merged by County prior to
surplus listing. Nonconforming lot. Zoned R-15, setbacks are
25’ from the road/ROW, 12’ from the side, and 30’ from the
rear. The lot is less than 15,000 square feet, a
“nonconforming lot” but buildable.

103 Colony Dr. (PIN 7813-07-58-8539) $100
Property consists of two parcels of vacant land of Recommend change
approximately 0.35 and 0.34 acres as described in Deed Book to $1,000

609 pages 795 of the Chowan County Public Registry. Two
parcels merged by County prior to surplus listing. Both lots
appear right at 15,000 square feet each, which is the
minimum lot size in the R-15 district. Zoned R-15 so setbacks
are 25’ from the road/ROW, 12’ from the side, and 30’ from
the rear.

Commissioner McLaughlin moved to approve the changes to the minimum bid amount. Chair
Kirby asked for all in favor, the motion passed unanimously (7-0).

Appointment
Ms. Stallings noted that in February 2026 Claire Mills was appointed to fill a vacant seat on the

Trillium Board. The term ends this month, and it is recommended that Ms. Mills be reappointed
to fill a full term (3 years).

Commissioner Taylor moved to approve the reappointment as presented. Chair Kirby asked for
all in favor, the motion passed unanimously (7-0).

Financial Items
Finance Officer Cathy Smith presented the following:

FY 26-27 Budget Amendment

BA2027-07



.. Revenue Expense
Account Number Account Description (Inc+/Dec-) (Inc+/Dec-)
Register of Deeds
11-3418-415-00 *Preservation/Automation 860.14
11-4180-298-00 *Dept Supplies - Auto/Pres 286.71
11-4180-440-00 *Contr Svcs - Automation/Pres 286.71
11-4180-511-00 *C/O - Auto / Pres 286.72
Sheriff's Office
11-3431-232-00 *Sheriff Donations 641.00
11-4317-440-00 *Donation - Expense 641.00
11-3431-235-00 *Sheriff Executions 210.00
11-4316-440-00 *Sheriff Executions 210.00
Animal Shelter
11-3438-894-00 *Donations - Chowan 4,154.84
11-3438-894-01 *Donations - Gates 159.67
11-3438-894-02 *Donations - Perquimans 509.81
11-3438-894-03 *Donations - Other 195.70
11-4381-600-00 *Donation - Expense 5,020.02
11-3438-895-00 *Adoption - Chowan 438.55
11-3438-895-01 *Adoption - Gates 29.07
11-3438-895-02 *Adoption - Perquimans 19.18
11-3438-895-03 *Adoption - Other 391.90
11-4381-441-00 *Contr Svcs - Spay/Neuter 878.70
Cooperative Ext:
11-3495-370-00 *AG Program Fees Discretionary 20.00
11-4953-440-00 *Ag Program Fees Discretionary 20.00
11-3495-378-00 *4-H Fees Discretionary 275.00
11-4953-448-00 *4-H Fees Discretionary 275.00
11-3495-379-00 *Livestock Program 11,610.00
11-4953-449-00 *Livestock Program 11,610.00
11-3495-381-00 *Comm Benefit/Health Iniatives Grant 1,500.00
11-4953-451-00 *Comm Benefit/Health Iniatives Grant 1,500.00
11-3495-382-00 *Grow to Eat Grant 750.00
11-4953-452-00 *Grow to Eat Grant 750.00
11-3495-384-00 *Master Food Grant 1,000.00
11-4953-454-00 *Master Food Grant 1,000.00
Recreation
11-3612-487-00 *Recreation Donations 620.00
11-6130-299-01 *Donations - Dept Supplies 620.00
Senior Center
11-3616-533-00 *Reg Fees - Trips 5,138.00
11-4268-312-00 *TRIPS - Senior Citizens 5,138.00
11-3616-533-01 *Registration Fees Activities 128.00
11-4268-299-01 *Activities - Dept. Supplies 128.00
11-3616-535-04  *Silver Sneakers 2,052.00
11-3616-535-06 *Renew Active 390.00
11-4268-352-02 *Healthways 2,442.00
11-3616-535-01 *Donations - Fitness 284.00
11-4268-352-01 *Donations - Fitness 284.00
11-3616-537-00 *Albemarle Comm - Health Promotion 756.00
11-4268-601-00 *Albemarle Comm - Health Promotion 756.00
DSSs
12-3531-230-14  *DSS Special Events 325.00
12-5310-450-00 *DSS Special Events 325.00
EMS
60-3839-891-00 *Donations - Rescue Squad 270.00
60-4370-499-00 *Donations - Rescue Squad 270.00
Balanced 32,727.86 32,727.86
Total Discretionary Income Received FYE 2027 32,727.86

Justification:

To amend the 2027 budget to include Discretionary income for July 2026.




BA2027-08

.. Revenue Expense
Account Number Account Description
(Inc+/Dec-) (Inc+/Dec-)
Animal Shelter

11-4381-550-00 Capital Outlay - Vehicle 36,000.00
11-4381-580-00 Capital Outlay - Buildings (26,000.00)
11-3990-990-00 Fund Balance Appropriated 10,000.00

Balanced 10,000.00 10,000.00

Justification:

To adjust the 2027 budget to include purchase of van for the Animal Shelter.

Commissioner Lawrence moved to approve the budget amendment as presented. Chair Kirby
asked for all in favor, the motion passed unanimously (6-0).

Financial Report
Finance Officer Cathy Smith provided the Board with financial reports for July 2026. A copy of
the report is in the meeting file labeled August 17, 2026.

External Board/Committee Report
Commissioner Shaffer reported on the Hospital Directors Council Board meeting.

Commissioner Lawrence reported on the COA Board.
Commissioner McLaughlin reported on the Senior Center Advisory Board.
Chair Kirby reported on the Edenton Chowan Partnership Board and ADJ Board.

Manager’s Report

ADJ

Mr. Howard reported that the ADJ Board met recently and discussed the salaries of its detention
officers. He noted that with the new ICE facility planned to open in Winton, ADJ may lose some
of its staff because of the salaries which start at $60,000 per year.

Chair Kirby noted it is difficult for small counties to compete with federal government salaries.
Mr. Howard stated that ADJ has decided to raise the starting salary to $50,000.
Bertie Martin Request

Mr. Howard noted that Bertie Martin Jail has not provided the County with a formal request for
use of the detention facility in Town.




Timely and Important Matters

JAHHS Change Order — Builders Risk

Mr. Howard stated that he has approved a change order for this project in the amount of
$23,279.98.

Water Rates and Water Line Replacement

Mr. Howard noted that a meeting is being scheduled to review the current water rate and to
discuss a project to replace water lines in Cape Colony. He noted this project must be done prior
to the construction of the R/O plant and there are grant funds available for the County to apply
for, but the water rates currently are not enough to qualify for the grant funds.

Adjourn
Being no further business, Commissioner Cummings moved that the meeting be adjourned.
Chair Kirby asked for all in favor, the motion passed unanimously (7-0).

Bob Kirby, Chair Susanne Stallings, Clerk



Chowan County Board of Commissioners
Special Meeting
Tuesday, September 1, 2026
5:00 pm
Chowan County Public Safety Center
305 West Freemason St.
Edenton, NC 27932

Present: Chairman Bob Kirby, Commissioners Larry McLaughlin, Ellis Lawrence, Ron
Cummings and Tony Shaffer.

Absent: Commissioners Chris Evans and Tray Taylor.

Staff present County Manager Kevin Howard, Board Clerk Susanne Stallings and Water
Department Supervisor Chuck Jones.

Chairman Kirby called the special meeting to order.

Discussion of System Improvements as required as part of R/O Plant Project

Mr. Howard stated that the R/O plant project is still in the permitting phase. He noted the pilot
plant is operational, and the county is waiting on the state to give the permit requirements. He
stated that he plans to begin the design phase with Rivers and Associates soon. He will be
bringing a design proposal to the Board. He stated that before the plant can be constructed, the
water lines in Cape Colony are galvanized steel and will have to be replaced because the R/O
water will damage the pipes.

Mr. Jones explained that water naturally wants minerals, so it will leech the minerals out of the
pipe and cause damage.

The estimated cost for the project to replace the water lines is around $15 million. It was noted
this cost included the replacement of all fire hydrants in the County. The cost just to replace the
water lines in Cape Colony is around $14 million.

Mr. Jones stated that the oldest hydrant in the County was built in 1974 and is still working.

The Board asked if homeowners in that area will also have to replace their water lines. The
Board expressed that homeowners would need to be notified well in advance so that they can

plan for pipe replacement.

Commissioner McLaughlin stated that notification of these changes to homeowners will need to
be a priority.

Mr. Jones stated that a chemical will be added to the water to minimize damage to homeowners’
pipes, which has been standard practice in counties that built R/O plants.

Board members asked that staff look into any available programs or funds to assist homeowners
that have to replace metal lines.

Chair Kirby asked about any hydrants out of service.

Mr. Jones stated he was not aware of any.



Chair Kirby stated he would provide Mr. Jones with a location where a fire hydrant is labeled as
out of service.

Mr. Howard noted that hydrants can be replaced using the water fund balance. He noted that
water fund balance is healthy. Mr. Howard explained that the County would like to apply for

grant funds through Division of Water Infrastructure for the project.

Review of Current Water Rates and Fees

Mr. Howard shared information that he compiled regarding water rates in surrounding counties.
A copy of the sheet is in the meeting file labeled September 1, 2026. He noted that the current
water rate is $7.00. To qualify for 25% reimbursement for the grant the rate must be $7.80, 50%
reimbursement is $9.40 water rate. 75% reimbursement the rate must be 10.80. Mr. Howard
shared a dashboard that is maintained by the UNC School of Government Environmental
Finance Center. The dashboard provides water rates by County and also shows the cost recovery
ratio of each County. Chowan is currently at .99 (breaking even) and to qualify for
reimbursement funds the water fund cost recovery must be greater. He noted that noted that the
County is not guaranteed to be awarded the reimbursement funds, but in order to even apply for
the funds, the County’s cost recovery needs to be higher.

The Board discussed that currently the County is in receipt of $30 million in state grant monies
to help with funding the R/O plant project. There is the possibility of an additional $30 million in
state grant monies for Chowan County to be included in the state budget next year. Mr. Howard
noted that the grant funds will reduce the amount of funds the County will have to borrow
through a USDA loan. He stated that most likely the County would have to borrow an additional
$15-$20 million to construct the plant. He stated that as design moves forward, the County will
have a better estimate of the cost of the project.

The Board discussed the preferred rate increase. The consensus was to consider the $10.80 rate
to provide 75% reimbursement if the County is approved for the funds.

The Board requested that the Manager provide examples of the rates and what it would cost
residents with an average water bill.

Review of Solid Waste Management Fees

Mr. Howard noted that at the next meeting he will also propose an increase in the Solid Waste
Management Fees. The current rate is $18; it is recommended the fees be increased to $21. He
noted that several counties charge this fee on the tax bill and not the water bill. He noted that the
current rate is not enough to carry the fund for the next fiscal year with the increased costs for
recyclables and capital needs.

The Board discussed various capital projects that have been completed at the PCG transfer
station.

Next Steps
A public hearing will be scheduled for September 21, 2026. However, at the next Board meeting

on September 8", the Board will receive more information on the rate increases so that this can
be provided in a public setting prior to the public hearing.



Mr. Howard noted that Rivers and Associates will be bringing an update and will be ready to
begin design discussions soon.

The Board discussed that the state grant funds on hand can be used to pay for design. It was
noted that the design of the R/O plant will include the ability to have additional capacity for
future growth. It was estimated that the design cost would be around $1 million.

Mr. Howard noted that the current special order by consent (S.0.C) for the effluent at the current
water plant is off schedule. He stated that the County has been notified of a potential fine for
this. He noted the County has requested that the State extend the schedule deadlines in the past
and were approved since the R/O plant project was progressing through the testing phase. He
stated the County is appealing the fine currently and he hoped they would win the appeal. He
noted the issue is that the S.O.C was not amended resulting in the fine.

Adjourn
Being no further business, Commissioner Cummings moved that the meeting be adjourned.

Chair Kirby asked for all in favor, the motion passed unanimously (5-0).

Bob Kirby, Chair Susanne Stallings, Clerk
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WATER DEPT.

FEES CHOWAN COUNTY WATER DEPARTMENT (updated September 21, 2026)

Current Water Rates (Monthly)

o A usage of 010 2,000 ZallONS.......ccceeiiieieiirrirrce ettt se e st st e n e -$22.00

e Each additional 1,000 GallONS........cocerierirerireeerine ettt escresese s v s seasas s enes $11.00
SPFNKIEES (PEF NEAM) ... vivevveveteecee ettt et et be st besers s sessas s et b seneranes $0.08

New Service (where access is available)

L - |« JO OO TP T USROSt $5,000.00

L R =Y« TP U OO OO $2,500.00

L 7 - T TR $2,000.00

®  HIiBNWAY DOFCuuueieecrereeceesernrsesesseseesessnssestesssne st sessssesessassnssesssssssesssnsssesesssnesssssassnssenasnnsnas $1,000.00

Payment plan - $500.00 deposit plus $125 per month until paid in full.
Please plan two to three weeks for tap installation.

Service Activation

©  TENANT DEPOSIT.c.evivireecriie ettt e sttt bessre st srsssssebebesstsbebesera bt ssssessbessnesatesenns $75.00
TENANT SEIVICE CRAIZE...c.icicie et e e bt et ste st e e e e n e eneans $25.00
o Property OWNEN SEIrVICE CRAIEE......ciiiieeeeeeeste ettt et et ee e sreste s s e sesbea s s s s ereetesee s $25.00

Deposits will be returned upon customer vacancy notification and bill is paid in full.

Other Fees
Late fee: 10% of past due water bill (All bills are due by the 25" of each month). If the 25" falls on a
weekend, payment must be made by 5:00PM Monday.
8 NON- PAYMENT ettt ees ettt es bt sessas sea e seasaeassebe s essssbe et et besenssessrssassbesenens $50.00

Water will be turned off after second bill is past due (25" of the month). You will have to
pay your full balance (including the $50.00 Non-Payment) before Service will be restored.
Non- Payment fee is applied to delinquent bills after 5:00PM on the 25™ (or after 5:00PM
Monday) whether or not the water service valve is physically closed.

e Customer Service requests (between 8:00AM and 4:30PM)
o No charge for the first field visit (i.e. re-read, leak investigation, etc...)
O €aCh AddItIONAl VISIt.....ucveveeecrcrieece et ettt et s es s $25.00
e After Hours Field Service requests (between 4:30PM and 8:00AM) ..........ccccceueeeunne.......550.00
o No charge for water quality investigations (i.e. iron & manganese)
e Meter Reinstatement Fee (including damage to county property......ccccceeevevreneenne. $500.00
@ RETUIMNEA CRECK .ottt e tee et eeeeeeseesesatesesenseneeeeeseaseneeneeresesaeeseaseanennens $25.00
e Temporary Service (cleaning or home inspection, 30 day maximum).........cccceeveevervennne. $50.00



'I'Y
wmn DEPT,

Bulk Water Sales for Contractors (Hydrant Meter with RPZ for loan)
e 5$500.00 deposit plus Current Water Rates for the water used.

Forms to establish a new service, activate or deactivate an existing service, hydrant meter use, and
automatic draft can be find on this web-site www.chowancounty-nc.gov under | WANT TO:

Landfill Charges (Monthly) (included on customer’s water bills)

0 RESIAENTIAl b s e b b b s r bbb et enes $21.00
o SMall COMMEICIAl ottt e e s s e a s enaneas $21.00
©  Large COMMEICIAl oottt ses s s s b st ses s b es s aetens s erasessnmens -$52.00
e Quarterly (for residential homes that have Wells)..........ccceoueceiiieeeceeceeece e, $63.00

Solid Waste charges are for the convenience sites where you take your trash, transport of the waste
from convenience sites to the landfill, and for the landfill operations where waste is disposed.



2649995 002986 002986 1 1 0.6160 0 0 0 0 1 SAMSPEC1 1

CHOWAN COUNTY WATER DEPT.

305W FREEMASON ST LAST BILL AMOUNT $32.00
P O BOX 1030
EDENTON NC 27932-1030 PAYMENTS -$32.00
BUSINESS: 252-482-7477 DATE LAST PAYMENT RECVD 08/21/2026
FAX: 252-482-1528
BALANCE FORWARD $0.00
CURRENT CHARGES $32.00
TOTAL CHARGES $32.00

002986

T A LT L U
AUTO**SCH 5-DIGIT 27906 2986 T8:8
SAMPLE CUSTOMER

: EDENTON NC 27932-9019
PLEASE SEE REVERSE SIDE FOR
ILLEGAL TAMPERING NOTICE.

ACCOUNT NUMBER CYCLE BILL DATE DUE DATE SERVICE ADDRESS
0000000000000 07 08-31-2026 09-25-2026 Edenton, NC
RATE SERVICE PREVIOUS CURRENT SERVICE PERIOD USAGE BILL
CODE DESCRIPTION READING READING AMOUNT
WR1  WATER 161 162 07-09-2026 - 08-10-2026 1 $14.00
RWD  LANDFILL $18.00
To view your 2025 Drinking Water Consumer Confidence Report go to County Website: http//www.chowancounty-nc.gov/
https://chowancounty.govoffice.com/vertical/Sites/%7B10E82D50-AAEQ-43D7-A98A-
42E82683885E%7D/uploads/2025 CCR FINAL.pdf AWARE can save you money when you spay/neuter your pet!
For a paper copy call 252-482-7477. www.awarenc.org, 1-866-315-6032, awarenc@yahoo.com

Sample Of Average Customer Bill - CURRENT RATE OF
$7.00 per 1,000 gallons

249995 7664
R L L

To ensure proper credit to your account, tear off at perforation and return this portion with your payment

7664

BALANCE PAYMENT CURRENT
FORWARD RECEIVED CHARGES S
$ 0.00 $ -32.00 $ 32.00 $ 32.00
ACCOUNT NUMBER: 000000 DUE DATE: 09-25-2026
COUNTY
If you have paid the previous balance after the bill date, please disregard the previous balance amount. Thank You. NORTH CAROLINA
Meter Reading

MAKE CHECK PAYABLE & REMIT TO:

O On Reverse Side
Address Change

[J on Reverse Side
S 1L BTRTH SRR L LT | TR TR TR [ L Sample Customer

CHOWAN COUNTY WATER DEPT.

PO BOX 1030 EDENTON NC
EDENTON NC 27932-1030 27932-9019




249995

249998 - -

7664

249995

002986 002986 1 1 0.6160 0 0 0 0 1

CHOWAN COUNTY WATER DEPT.

305W FREEMASON ST LAST BILL AMOUNT $32.00
P O BOX 1030
EDENTON NC 27932-1030 PAYMENTS -$32.00
BUSINESS: 252-482-7477 DATE LAST PAYMENT RECVD 08/21/2026
FAX: 252-482-1528
BALANCE FORWARD $0.00
CURRENT CHARGES $43.00
TOTAL CHARGES $43.00

002986

T A LT L U
AUTO**SCH 5-DIGIT 27906 2986 T8:8
SAMPLE CUSTOMER

: EDENTON NC 27932-9019

PLEASE SEE REVERSE SIDE FOR
ILLEGAL TAMPERING NOTICE.

ACCOUNT NUMBER CYCLE BILL DATE DUE DATE SERVICE ADDRESS
0000000000000 07 08-31-2026 09-25-2026 Edenton, NC
RATE SERVICE PREVIOUS CURRENT SERVICE PERIOD USAGE BILL
CODE  DESCRIPTION READING READING AMOUNT
WR1 WATER 161 162 07-09-2026 - 08-10-2026 1 $22.00
RWD  LANDFILL $21.00

To view your 2025 Drinking Water Consumer Confidence Report go to
https://chowancounty.govoffice.com/vertical/Sites/%7B10E82D50-AAEQ-43D7-A98A-
42E82683885E%7D/uploads/2025 CCR FINAL.pdf

For a paper copy call 252-482-7477.

County Website: http/www.chowancounty-nc.gov/

WARE can save you money when you spay/neuter your pet!
www.awarenc.org, 1-866-315-6032, awarenc@yahoo.com

Sample Of Average Customer Bill - Proposed rate of $11.00 per

1,000 gallons and Proposed Landfill Rate

To ensure proper credit to your account, tear off at perforation and return this portion with your payment

BALANCE PAYMENT CURRENT

FORWARD RECEIVED CHARGES e

$ 0.00 $ -32.00 $ 43.00 $ 43.00
ACCOUNT NUMBER: 000000 DUE DATE: 09-25-2026

If you have paid the previous balance after the bill date, please disregard the previous balance amount. Thank You.

Sample Customer

MAKE CHECK PAYABLE & REMIT TO:

CHOWAN COUNTY WATER DEPT.
PO BOX 1030
EDENTON NC 27932-1030

EDENTON NC
27932-9019

COUNTY

NORTH CAROLINA
Meter Reading
O On Reverse Side

Address Change
[ on Reverse Side



CHOWAN COUNTY
TEXT AMENDMENT

Staff Report

Title: Ordinance Adopting the Chowan County Land Use Regulations

Purpose: To hold a public hearing and consider an ordinance adopting the Chowan
County Land Use Regulations.

Background: Chowan County initiated a project to create Land Use Regulations that

update and codify the County’s land use regulations, including the zoning,
subdivision, and, nuisance ordinances. The new Land Use Regulations aim
to simplify and clarify development standards, ensuring that the process is
easier to understand for the public, elected officials, and appointed boards,
while creating a more predictable development review process. The primary
result of the project is the new Land Use Regulations, which serve as the
primary regulatory document that guides all development and land use in
the County.

Staff released a Request for Proposals (RFP) in 2023 to solicit proposals from
qualified firms to assist with the project. Insight Consulting Group, a
renowned consulting firm with over 25 years of experience throughout the
Southeast United States, was selected to work with Chowan County to
complete the project.

The project began in late 2023 and included multiple meetings with the
Board of Commissioners (BOC) and the Planning Board to gather input and
direction. Feedback from the Boards, along with input from staff, has been
essential in shaping the Land Use Regulations to reflect the County’s Land
Use Plan.

The consultant team began with a kickoff meeting where staff shared
elements of the current ordinances that were achieving the County’s desired
goals and feasible to administer. Staff also discussed opportunities for
improvement and concerns with the current ordinance policies and
organization. Notes from that meeting as well as direction from the County’s
Land Use Plan informed the first draft articles of the new Land Use
Regulations.



As the project team neared completion of the draft Land Use Regulations,
the North Carolina General Assembly passed the Disaster Recovery Act of
2024 - Part lll, Session Law 2024-57 (S.B. 382). This legislation significantly
restricted local governments’ discretion to amend zoning ordinances by
broadly defining “down-zoning” and prohibiting local governments from
adopting a down-zoning without written consent from all affected property
owners. As a result, many local governments paused ordinance projects in
the hope that the General Assembly would reverse the legislation or provide
additional clarity at a subsequent session. Chowan County, like many other
local governments and based on the recommendation of the Insight project
team, placed the project on hold while awaiting possible changes to the
General Statutes.

At a subsequent session, and despite widespread concern from local
governments across the state, the North Carolina General Assembly took no
action to reverse the legislation or provide additional clarity.

The lack of action by the General Assembly led the Insight project team to
consult with legal counsel regarding options for clients with pending
ordinance update projects. Possible options included keeping the project on
hold, adopting the new Land Use Regulations with an immediate effective
date, adopting the new Land Use Regulations with a delayed effective date,
or adopting the new Land Use Regulations while keeping the current UDO
active and allowing property owners to opt into the new rules. Insight
recommends that Chowan County move forward with adoption of the Land
Use Regulations with an immediate effective date.

At their June 24, 2026 meeting, the Planning Board met and reviewed the
draft Land Use Regulations as well as additional recommendations from
staff to include three changes related to Coin Operated Amusements. The
changes related to Coin Operated Amusements are summarized below:

e Insert “Coin Operated Amusement, except Adult Arcade & Video
Gaming Arcade” in the Zoning Table of Permitted Uses as permitted
in the B-1, B-2, and B-3 districts. This change is consistent with the
existing ordinance allowances for this use.

e Modify Section 19.102.1, General Requirements to provide
consistent terminology.

e Add the following definition:

o Coin Operated Amusement. An indoor place or facility where
pinball or other similar electronic games are played for



amusement only. The term shall not be construed to include
bingo games, gambling devices, or any other devices
prohibited by law. Coin operated amusement may include
additional uses as part of the principal use, provided those
uses are permitted in the applicable zoning district.

The Planning Board voted 4-0 to recommend approval of the proposed Land
Use Regulations with the changes summarized above.

Summary: The proposed Land Use Regulations updates and codifies the County’s land
use regulations, including the zoning, subdivision, and nuisance ordinances.
Input from staff, the Planning Board, and the Board of Commissioners, along
with direction from the County’s Land Use Plan, informed the proposed
amendments to the current ordinance language. Key proposed changes are
summarized below.

Article 1: Purpose, Authority, & Applicability

o References to North Carolina General Statutes (NCGS) Chapter
160D are included as required and appropriate.

e Sections pertaining to conflicts of interest are consolidated.

e Ordinances pertaining to bona fide farms are organized separately
from other zoning allowances.

e References to NCGS Chapter 160A regarding abandoned and junk
motor vehicles are included.

e References to NCGS regarding nuisances are included.

e Clarification regarding split jurisdiction is provided, consistent with
NCGS.

Article 2: Basic Definitions & Interpretations

e Consolidation of definitions from various regulatory chapters.

Article 3: Applications & Review

e The application submittal processes for various types of permits are
clearly outlined with application requirements listed in Appendix A.

Article 4: Administration

e The ordinance now provides for the Administrator to inspect within
reasonable hours.

e Specifications for Administrative Determinations are included.
e The appeals process for administrative decisions is included.



e Administrative minor modifications are permitted in the proposed
text. Requirements for when an administrative minor modification is
permitted, as well as the criteria that must be met, are included.

Article 5: Boards & Duties

e Both the Planning Board and Board of Commissioners continue to
serve as the Board of Adjustment for certain uses that require a
special use permit.

Article 6: Zoning Map & Text Amendments (Regulations & CAMA LUP)

e The process and procedure, consistent with NCGS, are outlined for
zoning map amendments, text amendments, conditional rezonings,
and comprehensive plan amendments.

Article 7: Quasi-Judicial Procedure & Decisions

e The process and requirements for notices, the hearing, evidence,
conditions, and voting have been clarified.

Article 8: Vested Rights, Permit Choice, & Site-Specific Vesting Plans

e No substantial changes.

Article 9: Development Agreements & Performance Guarantees

e The authorization, applicability, requirements, and process for
development agreements are provided.

Article 10: Nonconforming Situations

e No substantial changes.

Article 11: Violations & Enforcement

e Penalties and remedies for ordinance violations have been updated
to include legally permissible options: injunction, civil penalties,
denial of a permit or certificate, revocation of permits, and state and
common law remedies.

e Civil penalty amounts and assessment procedures are specified.

Article 12: Nuisance Properties & Vehicles

e Junk motor vehicles are now addressed separately from abandoned
vehicles. The separation, criteria, definitions, and remedies are
consistent with NCGS.

Article 13: Substandard Housing

e No substantial changes.



Article 14: Zoning Districts & General Zoning Provisions

Zoning district descriptions, dimensional requirements, and density
provisions are consolidated into this Article.

Clarification provided that accessory structures are only permissible
on a lot with a primary structure.

The allowable floor area for a home occupation has been increased.
Manufactured homes are permissible as an accessory building for
storage purposes if an engineer certifies that the structure no longer
meets the NC Building Code for a residential structure, but meets
the NC Building Code for an accessory structure. The structure shall
not contain components of a residential dwelling and the square
footage requirements for accessory structures must also be met.
Two or more single-family dwellings on a single tract now require a
subdivision.

A recombination plat is now required where two or more contiguous
lots in one ownership collectively form a buildable lot and the owner

wishes to build on those lots.

Article 15: Zoning Table of Permitted Uses

Several uses are listed separately in the existing ordinance but are

included in the definition of bona fide farms in the proposed

ordinance.

Recreational Vehicle and Recreational Vehicle, Temporary

Placement are now listed within the Accessory Use category.

The proposed ordinance continues to allow Amusement or Water

Park, Fairground as a permitted use in the A1 and B1 zoning districts

while also permitting the use by right in the B2, 11, and 12 zoning

districts.

Video gaming arcades are currently permitted in the B1 zoning

district with approval of a special use permit from the Planning

Board acting as the Board of Adjustment.

o The proposed ordinance allows video gaming arcades in the

B1, B2, and B3 zoning districts, by right, with supplemental
regulations.

Doppler Radar Tower is listed as a use allowed with the approval of a

special use permit from the Board of Commissioners.

Breweries are listed as a use permitted by right with development

standards in the A1 and B1 zoning districts.

As previously stated, the Planning Board and Board of

Commissioners continue to serve as the Board of Adjustment for

certain uses that require a special use permit. However, there are

instances where the Board serving as the Board of Adjustment for

certain uses has changed. The list below provides more information.



o The following uses require a special use permit from the

Board of Commissioners under the existing ordinance. The

proposed Land Use Regulations requires a permit from the
Planning Board.

Manufactured Home Park

Correctional Institution

Auction House

Department, Variety, or General Merchandise >
10,000 square feet

Hazardous and Radioactive Waste (transportation,
storage and disposal)

Sewage Treatment Plant

Recycling Centers

Salvage Yards, Auto Parts

Salvage Yards, Scrap Processing
Sexually-Oriented Businesses

Shopping Centers, Community and Regional

o The following uses require a special use permit from the
Planning Board under the existing ordinance. The proposed
Land Use Regulations requires a permit from the Board of

Commissioners.

Mining, Quarrying, Sand Pits, and Mineral Extraction
Race Track Operation

College, University, Technical Institute

Wireless Communications Towers 50 feet or greater
in height, except Public Safety Communications
Towers

Animal Slaughter or Rendering

Article 16: Highway Corridor Overlay District

e No substantial changes.

Article 17: Flood Damage Prevention Ordinance, Flood Hazard Overlay

e No substantial changes.

Article 18: Wireless Communication Standards

e An expedited approval process is outlined for new wireless support
structures or wireless facilities that are placed on property owned by
Chowan County if there are not any residentially occupied structures
within 3,000 feet and all other requirements are met.

e The minimum lot area requirements, setbacks, and height have been

updated.

Article 19: Development Standards for Individual Uses

e Development standards for the following uses have been updated:



o Accessory Dwelling Unit within a Detached Accessory
Structure — Section 19.3.2

Article 20: Parking, Landscaping, & Buffers

No substantial changes.

Article 21: Sign Regulations

No substantial changes.

Article 22: Subdivision Standards, Requirements, & Types

An additional exemption for family subdivisions, by gift or execution
of awill, has been updated. Use of the exemption also includes
additional criteria and requirements.

A review process for exempt subdivisions is included.

Minor subdivision — Type A has been added.

The Administrator has been assigned authority to process major
subdivisions.

Final plats require the advice and assistance of the TRC, or at least
certain TRC members as determined by the Administrator.

Land Use Plan Analysis

NCGS requires that local governing boards adopting or rejecting a zoning
amendment must approve a plan consistency statement. This brief, written
statement declares whether the proposed zoning action is consistent or
inconsistent with the local government's adopted comprehensive or land-
use plan.

Upon review of the Chowan County & Town of Edenton Joint Land Use Plan,
adopted in 2018, the following Goals and Land Use Policies were found to be
consistent with the approval of the Chowan County Land Use Regulations:

GOAL C-3: Ensure that the County’s development ordinance is
conducive to emerging economic trends, such as telecommuting
and cottage industry entrepreneurship.

POLICY C-3: The County encourages entrepreneurship and the
opening of new locally-owned businesses.

POLICY C-6: The County encourages telecommuters to locate in
Chowan County.

POLICY C-7: The County is supportive of the location of broadband
internet and telecommunication service providers in Chowan
County.



POLICY C-12: The County encourages the development of housing
products that accommodate retirees, mid-career professionals, and
millennials. This includes attached single-family, duplex, triplex, and
quadruplex dwellings; conversion of larger homes into multi-unit
dwellings for sale; live-work units; and innovative subdivision
structures such as pocket neighborhoods and conservation
subdivisions.

POLICY C-15: The County supports the use of conservation
subdivisions as a means to protect rural character.

POLICY LU-1: The Town of Edenton and Chowan County will ensure
that land use and development activities provide a balance between
economic development needs and protection of natural resources
and fragile environments.

POLICY LU-8: The Town of Edenton and Chowan County will
cooperate with the U.S. Army Corps of Engineers in the
regulation/enforcement of the 404 wetlands permit process.

POLICY LU-10: The Town of Edenton and Chowan County shall
adhere to the state’s mitigation requirements, criteria, and concepts
to minimize conflicts with natural resources and fragile areas. The
Town and County shall also maintain local development standards
(such as distance/separation requirements, buffering/screening
requirements, etc.) for special and/or conditional uses in order to
assist with mitigating potential negative impacts.

POLICY LU-12: In order to preserve farmland and rural open space,
the Town of Edenton and Chowan County encourage cluster
residential subdivision developments in appropriate areas such as
lands classified as Medium/High Density Residential or Rural Center
on the appropriate Future Land Use Map.

POLICY LU-13: To help ensure that cluster developments and
planned unit developments are in harmony with adjoining land uses,
Chowan County will require such developments to provide buffering
between dissimilar uses and will require building setbacks that are
comparable to those of the use located on the adjacent properties.

POLICY LU-14: To help ensure that planned residential
developments (PRDs) are in harmony with adjoining single-family
land uses, the Town of Edenton will require that the two-family and
multifamily components of such developments be located more to
the interior of the PRD rather than on the periphery.

POLICY LU-18: Chowan County supports the use of cluster
subdivision design for new residential development to ensure that
the capacity and character of the County’s public road frontages are
maintained. POLICY LU-19: Chowan County supports the



development of Traditional Neighborhood Developments (TNDs) as a
means of encouraging mixed-use, pedestrian oriented communities
in areas classified as Medium/High Density Residential, New Urban
Waterfront, and Rural Center on the Future Land Use Map.

POLICY LU-25: When reviewing proposals for new industrial
development or industrial zoning, including energy-generating
facilities, the Town of Edenton and Chowan County will ensure that
the proposals are compatible with surrounding land uses and that
identified adverse impacts are mitigated.

POLICY LU-30: Chowan County supports the continued use of the
voluntary agricultural district program for the purpose of
preservation of prime farmlands.

POLICY LU-34: The Town of Edenton and Chowan County will
develop policies and adopt land development standards to promote
rural character protection, including views from rural roadways and
farmland preservation.

POLICY NH-1: The Town of Edenton and Chowan County will
conserve the natural resources and fragile environments that provide
protection from such natural hazards as floods and storm surges.

POLICY NH-2: The Town of Edenton and Chowan County will
minimize the threat to life, property, and natural resources that may
result from land use and development within or adjacent to
identified natural hazard areas.

POLICY NH-3: The Town of Edenton and Chowan County will
continue to coordinate all development within the special flood
hazard area with the NC Division of Coastal Management, FEMA,
and the US Corps of Engineers. The Town of Edenton and Chowan
County recognize and will continue to work with NC Emergency
Management as the cognizant agency for risk management and
hazard mitigation, including administration of the National Flood
Insurance Program.

POLICY NH-4: It is the policy of Chowan County and the Town of
Edenton to ensure that evacuation plans and needs are addressed
as new development proposals are reviewed for approval.

POLICY NH-5: It is the policy of Town of Edenton and Chowan
County to ensure that new development is protected from flood
hazard through the administration of the flood damage prevention
ordinances and continued participation in the National Flood
Insurance Program.

POLICY NH-8: The Town of Edenton and Chowan County shall
maintain flood damage prevention requirements that (1) Restrict or
prohibit uses which are dangerous to health, safety, and property



Staff

due to water or erosion hazards, or which result in damaging
increases in erosion, flood heights or flood water velocities; (2)
Require that uses vulnerable to floods, including facilities which
serve such uses, be protected against flood damage at the time of
initial construction; (3) Control the alteration of natural floodplains,
stream channels, and natural protective barriers which are involved
in the accommodation of floodwaters; (4) Control filling, grading,
dredging, and other development which may increase erosion or
flood damage; and (5) Prevent or regulate the construction of flood
barriers which will unnaturally divert floodwaters or which may
increase flood hazards to other lands.

e POLICY NH-9: Chowan County supports the CAMA development
permit process for estuarine shoreline areas and the requisite
development standards which encourage both shoreline
stabilization and facilitation of proper drainage.

e POLICY WQ-1: Chowan County and the Town of Edenton will
continue to support the use of Best Management Practices (BMP) in
accordance with State requirements on agricultural properties and
urban developments in order to reduce sedimentation and pollution
run-off into Nutrient Sensitive Waters.

e POLICY WQ-2: Chowan County and the Town of Edenton shall
require that all development adhere to State requirements
concerning stormwater runoff limitations and standards.

e POLICY WQ-3: Itis the policy of Chowan County and the Town of
Edenton to coordinate the approval of local land development
projects with applicable state agencies to ensure compliance with
regulations to prevent or control nonpoint source discharges

Recommendation: Staff recommends approval of the Chowan County Land Use Regulations as
presented, finding that the document is:

1.

Consistent with the stated Chowan County & Town of Edenton Joint
Land Use Plan goals and policies regarding land use, development
standards, natural hazards, and water quality; and

Reasonable and in the public interest because the proposed Land Use
Regulations will enhance the County’s ability to manage land use,
improve quality of life, support economic development opportunities,
provide for diverse housing choices, respond to market demands, and
protect Chowan County’s natural resources.



Board of Commissioners

Suggested Motion: | make a motion to adopt the Ordinance, thereby approving the proposed
Land Use Regulations, affirming the Planning Board’s statements that the
text amendment is consistent with the County’s adopted plans and
reasonable and in the public interest.



CHOWAN COUNTY

Ordinance Adopting the Chowan County Land Use Regulations

WHEREAS, the Chowan County Board of Commissioners recognizes the need to
consolidate, clarify, and modernize land use and development regulations to promote orderly
growth and development in the County; and

WHEREAS, the Board has undertaken a comprehensive update to its land development
regulations and engaged with County staff, Planning Board, and adopted County plans to create
Land Use Regulations that reflect the vision, values, and future development goals of the County as
outlined in the 2018 Chowan County & Town of Edenton Joint Land Use Plan; and

WHEREAS, the Land Use Regulations has been drafted in accordance with state law, and
has been crafted to streamline processes, enhance predictability, and provide clear guidelines for
land use, environmental management, subdivision, zoning, nuisances, and other development
practices; and

WHEREAS, the Planning Board and County Staff have reviewed the proposed Land Use
Regulations and provided a formal recommendation regarding consistency with the 2018 Chowan
County & Town of Edenton Joint Land Use Plan; and

WHEREAS, the Board of Commissioners has considered the policies, maps, and goals of
the 2018 Chowan County & Town of Edenton Joint Land Use Plan, finding that the proposed Land
Use Regulations are consistent with the relevant objectives, goals, and policies; and

WHEREAS, the Board of Commissioners further finds that the adoption of the Chowan
County Land Use Regulations is reasonable and in the public interest, as it will enhance the
County’s ability to manage land use, improve quality of life, support economic development
opportunities, provide for diverse housing choices, respond to market demands, and protect
Chowan County’s natural resources.



BE IT ORDAINED, by the Board of Commissioners of Chowan County as follows:

1. Adoption of the Chowan County Land Use Regulations
a. The Land Use Regulations attached hereto and incorporated by reference is
hereby adopted as the official land development and zoning regulation
document for Chowan County.

2. This ordinance shall become effective September 22, 2026, and apply to all land and
developments within Chowan County’s planning jurisdiction outside municipal limits
and extraterritorial jurisdictions, unless otherwise stated in the Land Use Regulations.

3. Allzoning, land use, subdivision, and development activities as specified in the Land
Use Regulations will be governed by the Land Use Regulations upon its effective date of
September 22, 2026 and any previous ordinances governing the same shall be repealed
in their entirety.

Adopted, this 21st day of September 2026, by the Board of Commissioners of Chowan
County, North Carolina.

Bob Kirby, Chairman Susanne Stallings, Clerk to the Board



Use this link to view the Chowan County Land Use Regulations



RESOLUTION BY GOVERNING BODY OF APPLICANT

WHEREAS, Chowan County has need for and intends to construct a project described as Cape Colony Water
System Improvements and

WHEREAS, Chowan County intends to request State loan and/or grant assistance for the project,
NOW THEREFORE BE IT RESOLVED, BY THE BOARD OF COMMISSIONERS OF CHOWAN COUNTY

That Chowan County, the Applicant, will arrange financing for all remaining costs of the project, if approved for
a State loan and/or grant award.

That the Applicant will provide for efficient operation and maintenance of the project on completion of
construction thereof.

That the Applicant will adopt and place into effect on or before completion of the project a schedule of fees and
charges and other available funds which will provide adequate funds for proper operation, maintenance, and
administration of the system and the repayment of all principal and interest on the debt.

That the governing body of the Applicant agrees to include in the loan agreement a provision authorizing the
State Treasurer, upon failure of Chowan County to make a scheduled repayment of the loan, to withhold from
Chowan County any State funds that would otherwise be distributed to the local government unit in an amount
sufficient to pay all sums then due and payable to the State as a repayment of the loan.

That Kevin Howard, County Manager, the Authorized Representative and successors so titled, is hereby
authorized to execute and file an application on behalf of the Applicant with the State of North Carolina for a
loan and/or grant to aid in the study of or construction of the project described above.

That the Authorized Representative, and successors so titled, is hereby authorized and directed to furnish such
information as the appropriate State agency may request in connection with such application or the project: to
make the assurances as contained above; and to execute such other documents as may be required in
connection with the application.

That the Applicant has substantially complied or will substantially comply with all Federal, State, and local laws,
rules, regulations, ordinances, and funding conditions applicable to the project and to Federal and State grants
and loans pertaining thereto.

Adopted this the 21 day of September at 305 West Freemason St., Edenton, North Carolina.



FORM FOR CERTIFICATION BY THE RECORDING OFFICER

The undersigned duly qualified and acting Clerk to the Board of Chowan County does hereby certify: That the
above/attached resolution is a true and correct copy of the resolution authorizing the filing of an application
with the State of North Carolina, as regularly adopted at a legally convened meeting of Chowan County duly
held on the 21° day of September, 2026; and, further, that such resolution has been fully recorded in the
journal of proceedings and records in my office. IN WITNESS WHEREOF, | have hereunto set my hand this 21
day of September, 2026.

(Signature of Recording Officer)

(Title of Recording Officer)
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1815C Virginia Rd. Edenton, NC 27932
Office: 252.482.7044
admin@jnjenvironmentalservices.com
jnjenvironmental.com

ESTIMATE

Project: House Demolition
Location: 1608 Virginia Rd. Edenton, NC 27932
(house beside water plant)

Scope of Work

Provide labor, equipment, and necessary services for the demolition of the house located next to
the water plant at 1608 Virginia Rd. Edenton, NC 27932

Total Estimated Cost: $9,800.00

This estimate is provided for the demolition work described above. Any work outside of the stated scope
may require additional authorization and pricing.

Total: $9,800.00

JNJ Environmental Services LLC

Authorized Signature:

Datezq’ — 2““ 2 é



ACOR DQI DATE (MM/DD/YYYY)
: , CERTIFICATE OF LIABILITY INSURANCE

06/18/2026

THIS CERTIFICATE IS ISSUED AS A MATTER OF INFORMATION ONLY AND CONFERS NO RIGHTS UPON THE CERTIFICATE HOLDER. THIS
CERTIFICATE DOES NOT AFFIRMATIVELY OR NEGATIVELY AMEND, EXTEND OR ALTER THE COVERAGE AFFORDED BY THE POLICIES
BELOW. THIS CERTIFICATE OF INSURANCE DOES NOT CONSTITUTE A CONTRACT BETWEEN THE ISSUING INSURER(S), AUTHORIZED
REPRESENTATIVE OR PRODUCER, AND THE CERTIFICATE HOLDER.

IMPORTANT: If the certificate holder is an ADDITIONAL INSURED, the policy(ies) must have ADDITIONAL INSURED provisions or be endorsed.
If SUBROGATION 1S WAIVED, subject to the terms and conditions of the policy, certain policles may require an endorsement. A statement on
this certificate does not confer rights to the certificate holder in lleu of such endorsement(s).

PRODUCER CONTACT  Ann Harmon
Dan Pittman Insurance Agency, Inc. PHONE . 252-794-1990 k f,{,‘é Noj: 2527941947
123 SKing St A#oﬁ'éss: jamieharmon@pittmaninsuranceagency.com
INSURER(S) AFFORDING COVERAGE NAIC #
Windsor NC 27983 INSURER A : Maxum Indemnity Company 524210
INSURED INSURER B : Ace American Insurance Company 22667
JNJ Environmental Services, LLC INSURER ¢ : Auto Owners Insurance Company 18988
1815C Virginia Rd INSURERD :
INSURERE: _ -
Edenton NC 27932 INSURERF :
COVERAGES CERTIFICATE NUMBER: REVISION NUMBER:

THIS IS TO CERTIFY THAT THE POLICIES OF INSURANCE LISTED BELOW HAVE BEEN ISSUED TO THE INSURED NAMED ABOVE FOR THE POLICY PERIOD
INDICATED. NOTWITHSTANDING ANY REQUIREMENT, TERM OR CONDITION OF ANY CONTRACT OR OTHER DOCUMENT WITH RESPECT TO WHICH THIS
CERTIFICATE MAY BE ISSUED OR MAY PERTAIN, THE INSURANCE AFFORDED BY THE POLICIES DESCRIBED HEREIN IS SUBJECT TO ALL THE TERMS,
EXCLUSIONS AND CONDITIONS OF SUCH POLICIES. LIMITS SHOWN MAY HAVE BEEN REDUCED BY PAID CLAIMS.

oo - —
'{‘?S 5 TYPE OF INSURANCE lWVD POLICY NUMBER mﬁ;&]_ &%% LIMITS
| X | COMMERCIAL GENERAL LIABILITY EACH OCCURRENCE s_1.000,000
! CLAIMS-MADE @ OCCUR PREMISES (Ea occurence) | $ 100,000
i MED EXP (Any one person) s 5,000
A | Y |'Y | BDG314266301 02/26/2026 | 02/26/2027 | peERSONAL & ADV INJURY | § 1,000,000
| GEN'C AGGREGATE LIMIT APPLIES PER: GENERAL AGGREGATE $ 2,000,000
| X|rouey || & Loc PRODUCTS - COMPIOP AGG | § 2,000,000
|| orHer: $
AUTOMOBILE LIABILITY | COVBINED SINGLELMIT 571,000,000
ANY AUTO BODILY INJURY (Per person) | §
C e A COWLED 5666627800 08/30/2026 | 08/30/2027 | BODILY INJURY (Per accident) | $
5 | HIRED NON-OWNED PROPERTY DAMAGE s
|2\ | AUTOS ONLY AUTOS ONLY | {Per accident)
s
| |umereLLauas | | ocour EACH OCCURRENCE s
EXCESS LIAB CLAIMS-MADE AGGREGATE s
DED | | RETENTIONS - $
WORKERS COMPENSATION R OTH-
AND EMPLOYERS' LIABILITY ¢IN X| SfAwre | &R 500,500
B | ORI RMEMBER EXCLUBEDS " TVE NIA| N | 6562UB-A424061-A-25 10/30/25 | 10/30/26 |-E:t-EACHACCIDENT §
{Mandatory in NH) E.L. DISEASE - EA EMPLOYEE| § 1,000,000
if yes, describe und
DESCRIPTION OF OPERATIONS below E.L. DISEASE - POLICY LimiT | § 1,000,000
DESCRIPTION OF OPERATIONS / LOCATIONS / VEHICLES (ACORD 101, Additional Remarks Schedule, may be attached If more space s required)
CERTIFICATE HOLDER CANCELLATION

SHOULD ANY OF THE ABOVE DESCRIBED POLICIES BE CANCELLED BEFORE
THE EXPIRATION DATE THEREOF, NOTICE WILL BE DELIVERED IN
ACCORDANCE WITH THE POLICY PROVISIONS.

AUTHORIZED REPRESENTATIVE

|

© 1988-2015 ACORD CORPORATION. Ali rights reserved.
ACORD 25 (2016/03) The ACORD name and logo are registered marks of ACORD




SANDY LAND FARMS & EXCAVATION
Phone: 252-333-5745
Email: curcfarms(@yvahoo.com

Client Name: Chowan county

Phone:

Email:

Address / Job Location: 1608 virginia rd (water plant)

Date of proposal: 8/8/2026

Scope of Work: The contractor will demo a two story house located at the water
treatment plant on virgina road. The waste material will be hauled of and disposed of.
The project area will be clean and rough graded after demolition.

e Demolition & loading trucks $6,000.00
e Hauling $4,000.00

Total Price: $10,000.00
Payment Terms: Total payment will be due at completion of the project.
Acceptance:

To accept the work listed above the owner must place their initials by each line
letter in the price listing they choose to have work completed.

This estimate is good for 15 days after the proposal date listed above. It must be
signed by the client and returned to the contractor before scheduling will occur.

Client Signature: Date:

Contractor Signature: Date:




Instructions for use: Save this original form as a master and save a copy for pre-application use

Chowan County

Grant Pre-Application Form

APPLICANT AND GRANT INFORMATION

Legal Name of Applicant: Brian Chappell Date: 09/16/2026

Name of County Official: Brian Chappell Department or Agency: COWan County Senior Cen

Grant Agency (xx JAppropriate Block: Federal: D State: Non Proﬁt:|:| Other (Identify below):

Description of Other Grant Agency:

Application Due Date: 09/30/2026 Grant Award Date: 09/15/2026
PROJECT INFORMATION

Project Title: 3€N€ral Purpose Grant Grant Agency- Albemarle Commission
Total Project Cost: 14,667 Total Grant Request: 11,000

Matching Funds (Cash): 3,667 Matching Funds (InKind-NonCash):

Briefly describe your project. (750 characters or less)
The General-Purpose Grant is based on the SCOPE Accreditation through the Albemarle
Commission. CSC ia a center of excellence so we receive the max amount of grant funds.

Briefly describe how this project will meet the Chowan County purpose of grants as stated in the Grant Management
and Procedures Policy and how it will improve the quality and/or availability services in Chowan County. (1,000

characters or less)
This grant will allow the CSC members to have new eqiupment for the weight room, games for

there enjoyment and items for the staff to help supply service to our seniors. ltems that we are
interested in include a new pool table, chairs and tables,Laminator, AED and staff shirts.

Describe the primary outcomes of the project. (750 characters or less)

The main goal of this grant is to provide additional resources for our Seniors and create the
best program possible.

Describe the project’s sustainability. Is the project ongoing? Will the project require additional funding beyond this
grant? If so, please explain the status of that additional funding and the plan for securing it. (1,000 characters or
less)

The grant is for the 26-27 Fiscal Year.

Will this project be carried out in conjunction with other partners? If yes, please identify. (300 characters or less)

N/A



ANTICIPATED PROJECT COSTS
List each expense category for the project and the associated cost in the table below.

Line Item Expense Amount
Pool Table $
Chairs and Tables for Pool Room $
T-Shirts for StafffMembers/Volunteers $
AED $
Laminator/Laminating Rolls $
$
$
$
$
$
$
Total $
FUNDING INFORMATION
Indicate the source, amount, proposed use, status, and date of availability for each funding source for the project.
Source of Funds Amount Proposed Use Proposed (P) Date
Committed (C) Available
Grant $ 11,000 09/15/26
$
$
Matching Funds (Cash) $
Matching Funds $3,667 Staff Salary
Total ¢ 14,667
i _____ Bevne Chagpese | Digecr s 09/16/2026
Signature of County Official (Applicant), (printed name/title) Date
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Chowan County Board of Commissioners
Action Agenda Item

To: Susanne Stallings, Clerk Meeting Date: 09/21/26

From:  Brian Chappell Date Submitted: 9/16/26

** Verify Agenda Item deadline prior to submission

Does your request contain confidential

information? [_‘ Yes m No

ISSUE/ACTION REQUESTED: PUBLIC HEARING: [JYes [vINo
Background Information Potential Cost Savings [_|YES [ZINo

Chowan Senior Center members have expressed interest in extending our operating hours for
the evenings and Saturday mornings. After discussing this with the CSC Advisory Board, it was
recommended to send out surveys to CSC users to document and see what the interest is. After
presenting the results to the board, it was recommended that staff would look at ways to open
until 7pm Monday through Thursday for a trial period to gather more information and to see the
exact usage by the public. Requesting board approval to extend hours until 7pm Monday through
Thursday for the month of October.

ATTACHMENTS: [Z] YEs [] No

FINANCIAL:
BUDGET AMENDMENT REQUIRED: yes FINo [IN/A
CAPITAL PROJECT/GRANT ORDINANCE REQUIRED: [Jyes [v]No [JN/A
PRE-AUDIT CERTIFICATION REQUIRED: Oves [[No [JN/A
REVIEWED BY DIRECTOR OF FINANCE: O vyes [INo
COMMENTS:
PERSONNEL MATTER:
REVIEWED BY HUMAN RESOURCES: COyes ONo [N/A
COMMENTS:

CONTRACTS/AGREEMENTS:
REVIEWED BY THE COUNTY ATTORNEY: [Qyes OO0No [ON/A
COMMENTS:

COUNTY MANAGER’S RECOMMENDATION:
RECOMMENDS APPROVAL: [Jyes OONo [CIN/A

COMMENTS:

1/31/24



9/16/26, 8:10 AM Inbox - Chappell, Brian - Outlook

QUESTIONNAIRE

for the purpose of information for Chowan Senior
Center Advisory Board as pertains to Chowan
Senior Center Gym & Fitness Classes

Please circle yes or no to the following
questions and return to a staff member

1. Would you attend the gym at CSC between the hours
of 8am to 12 noon on a Saturday”? Yes / No
Yes = 109 No = 30

2. Would you attend the gym at CSC Monday through
Thursday during extended hours from 4 to 7pm? Yes / No
Yes = 110 No = 35

3. Would you attend any offered fitness classes between the
hours of 8am to 12 noon on a Saturday? Yes / No

Yes = 93 No = 45

Comments:

Thank you for participating in this questionnaire.

Please share with your neighbors & friends.

https://outlook.cloud.microsoft/mail/id/AAQKAGY5ZGE5SOWJmMLTVIOGIINDkyNy1hMzg2L TM 1Y TBINmY5Mjg3Y QAQAICNXS5JqOjVFg2vVSONgjaM%3. ..

1"



CHOWAN COUNTY PERSONNEL MANUAL

Main Differences at a Glance

2005 Personnel Manual compared with 2026 Updated Personnel Manual

2005manual 2006 manual Main difference / practical effect

Overall structure

General administration

Position classification

Pay Plan and Salary

Administration

Recruitment and probation

Conditions of employment

Employee benefits

Vacation and sick leave

Family and other leave

13 main articles, followed by several standalone
or appended policies.

General authority, coverage, definitions, and
merit principles.

Three broad sections on adoption, allocation, and
administration.

Broad salary-range rules; promotions, demotions,
transfers, overtime, deductions, and travel.

Recruitment article also contained ADA and
performance-appraisal provisions.

Separate rules on gifts, dress, confidentiality,
electronics, property, media, breaks, fitness,
uniforms, and weather.

Insurance available to full-time and permanent
part-time employees working more than 30 hours
per week; included a credit-union section.

Vacation carryforward capped at 240 hours;
doctor certification generally tied to longer
absences or specified circumstances.

FMLA required 12 months and more than 1,040
hours. Bereavement generally used sick leave. No
separate petty-leave category.

CHOWAN COUNTY | PERSONNEL POLICY COMPARISON

12 articles. Related subjects are consolidated into the
main manual.

More clearly assigns duties to the Board, County
Manager, Human Resources, department heads,
supervisors, and employees.

Six sections, including new-position authorization and
written reclassification requests.

Adds range movement, performance bonuses,
callback/on-call pay, interim assignments, longevity,
direct deposit, and certification or education increases.

Reorganized around equal opportunity, hiring, probation,
promotion, demotion, and transfer. Probation is
generally 6 months; 12 months for sworn law
enforcement and department heads.

Consolidates ethics and resource rules; adds harassment
prevention, substance abuse, lactation support, annual
driver's-license verification, and technology/social media
rules.

Retains insurance eligibility for full-time and permanent
part-time employees over 30 hours. Adds an ACA
exception for qualifying limited-service employees.
Credit-union section is removed.

Vacation carryforward capped at 30 days, prorated;
excess converts to sick leave. Medical certification may
be required for an occurrence or a pattern of
absenteeism.

FMLA requires 12 months and 1,250 hours. Adds up to 3
days of paid bereavement leave and 16 hours of annual
petty leave. Military-leave provisions are expanded.

Major rewrite and reorganization rather than a
minor amendment.

Responsibilities and employment definitions are
more specific.

Adds a more formal classification-review
process.

Pay rules are much more detailed. Several

increases apply only if funding allows.

Hiring and probation rules are clearer and more
specific.

Modernizes workplace-conduct requirements;
adverse weather moves to the leave article.

Core part-time insurance eligibility remains.

Changes the carryforward measure and gives

supervisors broader certification authority.

Higher FMLA hours threshold; new paid leave
categories.

Main differences | 1



Separation

Disciplinary action

Grievances and appeals

Personnel records

Implementation

Separation and discipline were combined in one
article.

Disciplinary procedures appeared within the
separation article and appended material.

Separate State Personnel Act and non-State
Personnel Act routes; expressly excluded Sheriff
and Register of Deeds employees from appeal
rights.

Addressed maintenance, public/confidential
information, remedies, and penalties.

No consolidated implementation article.

CHOWAN COUNTY | PERSONNEL POLICY COMPARISON

2005manual 2006 manual Main difference / practical effect

Creates a separate separation article covering
resignation, reduction in force, disability, retirement,
death, dismissal, reinstatement, rehiring, and exit
procedures.

Separates unsatisfactory performance from detrimental
personal conduct and adds warning, pre-dismissal,
investigatory-leave, and name-clearing procedures.

Unified multi-step grievance process with filing deadlines
and a special Social Services route. The former
Sheriff/Register of Deeds exclusion is not repeated in the
same form.

Adds detail on access, personnel actions, former
employees, copying, retention, and destruction.

Adds repeal of conflicting policies, separability, effective-
date, and amendment provisions.

Exit rules are more organized; 3 days without
contact may be treated as job abandonment.

Creates clearer categories and procedural steps.

Appeal procedures change materially.

More complete records-management
procedures.

Provides a formal adoption and amendment
framework.

Main differences | 2
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CHOWAN COUNTY
PERSONNEL POLICY

BE IT RESOLVED by the Board of County Commissioners for Chowan County that the following policies
apply to the appointment, classification, benefits, salary, promotion, demotion, dismissal, and conditions
of employment for the employees of the County.

Article Title Page
ARTICLE I. GENERAL PROVISIONS .......coooiiiiiiiiiiiiiiiiir s s s s s s s s s s s s ssss s ss s s s s sssssss s ss s s s s sssssssnnnn 5
Section 1. PUrpose Of the POlICY .......uuuiiiiiiiiece et e e 5
Section 2. Merit PriNCIPIES .......ccooo i 5
Section 3. Responsibilities of the County Board of Commissioners.............cccccccceeeiiinnnnne. 5
Section 4. Responsibilities of the County Manager ... 5
Section 5. Responsibilities of the Human Resources Officer.............vveeiiiiiiiiiiiiiiiieeeeees 6
Section 6. Responsibilities of Supervisors and Managers..............ccccoeeeeeeiiiiiieeeeeeeee, 7
Section 7. Application of Policies, Plan, Rules, and Regulations..............cc..ooooviiiiiiiienne, 7
Section 8. Departmental Rules and Regulations ..., 7
Section 9. DEfiNitioNS .......cooii i 7
ARTICLE Il. POSITION CLASSIFICATION PLAN.......cooi i iiiieeeeeeeer s s s s s e s s e e e s e ss e s s s s s s e s s es s s ee s s s e e s snsssnnens 9
SECHON 1. PUIMPOSE .. .ottt e e e e e e e ettt e e e e e e e e e e eatbaaeeeeeeeeasanas 9
Section 2. Composition of the Position Classification Plan............cccccoovieeiiiiiiiiiiie, 9
Section 3. Use of the Position Classification Plan .............ccccccooiiiiiiiiiiii e, 9
Section 4. Administration of the Position Classification Plan .............cccccceeeiiiiiicciee e, 9
Section 5. Authorization of New Positions and the Position Classification Plan.................. 10
Section 6. Request for Reclassification ..., 10
ARTICLE Hll. THE PAY PLAN ..o s s s s s s s s s s s s s s s s s s s s s s s s s s s s s s s s s s s s s s s s s s s s s asssnssssnnnnnnnns 11
Section 1. DefinitioN ... 11
Section 2. Administration and MaintenNanCe .............ooov i 11
Section 3. Starting Salaries.........coouiiiiiii e 11
Section 4. Trainee Designation and ProviSions ..............cciieiiiiiiiiiiiiiie e, 12
Section 5. Probationary Pay INCreases ... 12
Section 6. RanNge MOVEMENL.........oouiiiii e e e e e e e e e eeenees 12
Section 7. Performance BONUS ...........oooiiiiiiiii e 13
Section 8. Salary Effect of Promotions, Demotions, Transfers, and Reclassifications 13
Section 9. Salary Effect of Salary Range Revisions ... 14
Section 10. Transition to a New Salary Plan ..., 14
Section 11. Effective Date of Salary Changes..........coooviiiiiiiii i, 14
Section 12. Overtime Pay ProviSions ... 15
Section 13. On-Call and Call-Back Compensation..............ccoiiiiiiiiiiiiiiiie e 16
Section 14. Payroll Schedule and Deductions................cuuuiiiiiieiiiiiiiee e, 16
Section 15. Hourly Rate of Pay ... 16
Section 16. Pay for Interim Assignment in a Higher-Level Classification........................ 17
Section 17. LONGeVity Pay ..o 17
Section 18. DireCt DEPOSIL.......oviii i 17
Section 19. Certification and Educational Increases............cooiiiiiiiiiiiiiiiiicee 17



ARTICLE IV. RECRUITMENT AND EMPLOYMENT .......cccooiiiiiiiiie s sssnsnnns 19

Section 1. Equal Employment Opportunity POlICY ..........oovvviiiiiiiiiice e, 19
Section 2. Implementation of Equal Employment Opportunity POlicy .............cccoevvvvvveeeneee. 19
Section 3. Recruitment, Selection and Hiring ................ccc i 19
Section 4. Probationary PEriod ...........coiiiiiiiiciee e 20
SEeCioN 5. PromMOtION ...ooouueiii et 21
Section 6. DEMOLION ..o i 21
S T=Tr{ o] A I = g 1) =) 21
ARTICLE V. CONDITIONS OF EMPLOYMENT .......coooiiiiiiiiiiiiecereeer e se e e e se e e s e e s s e e s e s s s s s s s sennnnees 22
Section 1. Work SChedUIE............oooiiiii e e e e eeaanes 22
Section 2. Political ACHVILY ........oooo i 22
Section 3. Expectation of Ethical Conduct................c.oooiiiiiiii e, 22
Section 4. Outside Employment...........ooooi e 22
Section 5. Dual Employment..........oooo i 23
Section 6. Employment of Relatives..............ooo 23
Section 7. Harassment Prevention.............coooo i 24
Section 8. Use of County Time, Equipment, Supplies, and Vehicles.............cccccvvveeennen. 24
Section 9. Performance Evaluation ... 25
SECHON 10. SAfElY ... e 25
Section 11. Substance AbUSE POIICY............oouiiiiiii e 26
Section 12. Credentials and Certifications. ... e 26
Section 13. Use of Tobacco Products ... 26
Section 14. Lactation Support for Nursing Mothers..........ccccccoiiiiiiiiiiiee e, 26
SeCtioN 15. DIIVEI'S LICENSE......cccieeiiiiiei ettt e e e e e e e e e et e e e eeeeeennnes 27
Section 16. Technology/Social Media PoliCy ... 27
ARTICLE VI. EMPLOYEE BENEFITS ......ccoo oo eeeeeeeeseeeesse e s e s s e e s s s e s s s s s s ess s s s s s s s s s s s ssssssssnsssnnnnnnnn 28
Section 1. ENGIDIlity .....coooiiii e 28
Section 2. Group Health and Dental INSUranCe .............couviiiiii i, 28
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Section 6. SOCIAI SECUILY .....cceeiiiiiicce e e e e e e ar s 29
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Section 9. Law Enforcement Separation Allowance.............cccooooivriiiiiiiiiieeiieeecee e, 30
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ARTICLE I. GENERAL PROVISIONS
Section 1. Purpose of the Policy

It is the purpose of this policy and the rules and regulations set forth to establish a fair and uniform
system of personnel management for all employees of the County under the administration of the
County Manager, Sheriff, Register of Deeds, Elections Board, Soil and Water Conservation Board, and
Social Services Board. These aforementioned entities are the official appointing authorities covered by
this personnel policy. State requirements will supersede these policies for positions subject to the State
Human Resources Act whenever there is a conflict. This policy is established under authority of G.S.
153A, Article 5 and G.S. 126 of the General Statutes of North Carolina.

Section 2. Merit Principles

All appointments and promotions shall be made solely on the basis of merit. Decisions regarding
appointments and promotions are within the County’s discretion. All positions requiring the performance
of the same duties and fulfillment of the same responsibilities shall be assigned to the same class and
the same salary range. No applicant for employment or employee shall be deprived of employment
opportunities or otherwise adversely affected as an employee because of such individual’s race,
religion, color, sex, national origin, sexual orientation, age, veteran status, marital status, political
affiliation, non-disqualifying disability, genetic information, or on the basis of actual or perceived gender
as expressed through dress, appearance or behavior.

Section 3. Responsibilities of the County Board of Commissioners

The County Board of Commissioners shall be responsible for establishing and approving Personnel
Policy, the position classification and pay plan, and it may change the policies and benefits as
necessary. The Board also shall make and confirm appointments when so specified by the general
statutes.

Section 4. Responsibilities of the County Manager

The County Manager shall be responsible to the County Board of Commissioners for the administration
and technical direction of the human resources program. The County Manager shall appoint, suspend,
and remove County officers and employees except those elected by the people or whose appointment
is otherwise provided for by law. The County Manager shall make appointments, dismissals and
suspensions in accordance with the state statutes and other policies and procedures spelled out in
other Articles in this Policy.

The County Manager shall:

a) recommend policies and revisions to the personnel system to the County Board of
Commissioners for consideration;

b) make changes as necessary to maintain an up-to-date and accurate position
classification plan;

c) recommend necessary revisions to the pay plan;
d) determine which employees shall be subject to the overtime provisions of Fair Labor
Standards Act (FLSA);



f)

o))

develop and administer such recruiting programs as may be necessary to obtain an
adequate supply of competent applicants to meet the needs of the County;

perform such other duties as may be assigned by the County Board of Commissioners
not inconsistent with this Policy; and

appoint an employee to the role of Human Resources Officer or serve in that role for the
County.

Section 5. Responsibilities of the Human Resources Officer

The County Manager shall appoint a Human Resources Officer or perform this role him/herself. If
serving in the role of Human Resources Officer, the Manager may delegate any or all of these
responsibilities as he or she may deem necessary and proper.

The responsibilities of the Human Resources Officer are to make recommendations to the County
Manager on the following:

a)

recommend policies and revisions to the personnel system to the County Manager for
consideration;

recommend changes as necessary to maintain an up-to-date and accurate position
classification plan;

recommend necessary revisions to the pay plan;

recommend which employees shall be subject to the overtime provisions of FLSA;
maintain a roster of all persons in the County service;

establish and maintain a list of authorized positions in the County service at the beginning
of each budget year which identifies each authorized position, class title of position,
salary range, any changes in class title and status, position number and other such data

as may be desirable or useful;

develop and administer such recruiting programs as may be necessary to obtain an
adequate supply of competent applicants to meet the needs of the County;

develop and coordinate training and educational programs for County employees;
investigate periodically the operation and effect of the personnel provisions of this policy;

ensure that the County complies with various human resources related laws and
regulations;

perform such other duties as may be assigned by the County Manager not inconsistent
with this Policy;

identify and work to resolve barriers to employee engagement and effective
performance;



m) provide consultation to employees, department heads and elected officials regarding
legal and up-to-date human resources practices, employee relations and morale, equal
treatment of employees, and other issues; and

n) ensure that all employees receive and acknowledge receipt of access to a copy of this
personnel policy and any revisions.

In the event there is no Human Resources Office, these duties will be assumed by the County Manager
or his/her designee.

Section 6. Responsibilities of Supervisors and Managers

Supervisors shall meet their responsibilities as directed by the Board and/or the County Manager, being
guided by this Policy and County ordinances. The County will require all supervisors to meet their
responsibilities by:

a) dealing with all employees in a fair and equitable manner and upholding the principles of equal
employment opportunities;

b) training, mentoring and motivating employees to reach their fullest potential through continued
education and training;

c) communicating clear performance expectations and making objective evaluations of individual
work performance at least annually and discussing these evaluations with each employee so as
to appreciate effective employee performance and bring about needed improvements;

d) keeping employees informed of their role in accomplishing the work of their unit and of conditions
or changes affecting their work;

e) making every effort to resolve employee problems and grievances and advising employees of
their rights and privileges.

Section 7. Application of Policies, Plan, Rules, and Regulations

This personnel policy and all rules and regulations adopted pursuant thereto shall be binding on all
County employees. The County Manager, County Attorney, elected officials, appointed members of the
County Board and advisory boards and commissions will be exempted except in sections where
specifically included. An employee violating any of the provisions of this policy shall be subject to
appropriate disciplinary action, as well as prosecution under any civil or criminal laws which have been
violated. All employees are expected to cooperate with any investigations conducted by the County.

Section 8. Departmental Rules and Regulations

Because of specific personnel and operational requirements of the various departments of the County,
each department is authorized to establish supplemental rules and regulations applicable only to the
personnel of that department. All such rules and regulations shall be approved by the County Manager
or designee, and shall not in any way conflict with the provisions of this Policy, but shall be considered
as a supplement to this Policy.

Section 9. Definitions



For the purposes of this Policy, the following words and phrases shall have the meanings respectively
ascribed to them by this section:

Appointing Authority. The County Manager will be designated as the Appointing Authority with the
following exceptions:

a) The Sheriff shall be the appointing authority for positions in the Sheriff's Department;

b) The Register of Deeds shall be the appointing authority for positions in the Register of Deeds

Department;

c) The Board of Elections shall be the appointing authority for positions in the Elections
Department;

d) The Social Services Director shall be the appointing authority for positions in the Social Services

Department; and
e) The Soil and Water Conservation Board will be the appointing Authority for staff in that function.

Full-time employee. An employee who is in a position for which an average work week equals at least
37.5 hours, and continuous employment of at least 12 months, is required by the County. Such
employees are eligible for benefits.

Limited Service employee. An employee appointed to a position for which either a) the average work
week required by the County over the course of a year is less than 20 hours (or 1000 hours per year),
or b) continuous employment required by the County is less than 12 months. Such employees are not
eligible for benefits other than FICA and workers’ compensation.

Part-time employee. An employee who is in a position for which an average work week of at
least 20 hours and less than 37.5 hours and continuous employment of at least 12 months are
required by the County.

Permanent position. A position authorized for the budget year for a full twelve months and budgeted
for twenty or more hours per week. All County positions are subject to budget review and approval
each year by the Board of Commissioners and all employees' work and conduct must meet County
standards. Therefore, reference to "permanent " positions or employment should not be construed as
a contract or right to perpetual funding or employment.

Probationary employee. An employee appointed to a full or part-time regular position who has not yet
successfully completed the designated probationary period. Persons in trainee appointments are a
probationary employee for the full duration of their appointment in that status.

Regular employee. An employee appointed to a full or part-time position who has successfully
completed the designated probationary period.

Work Against Appointment. The County will follow the requirements of the State Human Resources
Act where required. When qualified applicants are unavailable and there is no trainee provision for the
classification of the vacancy, the appointing authority may appoint an employee below the level of the
regular classification in a "work against" appointment. This appointment is for the purpose of allowing
the employee to gain the qualifications needed for the full class through on the job experience. A work



against appointment may not be made when applicants are available who meet the training and
experience requirements for the full class in the position being recruited without clear justification.



ARTICLE Il. POSITION CLASSIFICATION PLAN
Section 1. Purpose

The position classification plan provides a complete inventory of all authorized and permanent positions
in the County service, and an accurate description and specification for each class of employment. The
plan standardizes job titles, each of which is indicative of a definite range of duties and responsibilities.
All positions covered by the personnel policy are to be classified according to the assigned duties,
responsibilities, qualifications needed, and other required factors. In order to ensure its continuing value
as a personnel management tool, the positions classification plan will be maintained to reflect the
current work assignments and other conditions and requirements which are factors in proper
classification and allocation of regular positions.

Positions in the Department of Social Services will be classified by the NC Office of State Human
Resources in compliance with the rules and regulations under the State Human Resources Act.

Section 2. Composition of the Position Classification Plan
The classification plan shall consist of:
a) a grouping of positions in classes which are approximately equal in difficulty and responsibility

which call for the same general qualifications, and which can be equitably compensated within
the same range of pay under similar working conditions;

b) class titles descriptive of the work of the class;
c) written specifications for each class of positions; and
d) an allocation list showing the class title of each position in the classified service.

Section 3. Use of the Position Classification Plan

The classification plan is to be used:

a) as a guide in recruiting and examining applicants for employment;

b) in determining lines of promotion and in developing employee training programs;
c) in determining salary to be paid for various types of work;

d) in determining personnel service items in departmental budgets; and

e) in providing uniform job terminology.

Section 4. Administration of the Position Classification Plan

The County Manager, assisted by the Human Resources Officer, shall allocate each position covered
by the classification plan to its appropriate class, and shall be responsible for the administration of the
position classification plan. The Human Resources Officer shall periodically review portions of the
classification plan and recommend revisions to the County Manager to ensure that classifications
accurately reflect current job duties and responsibilities. The Human Resources Officer shall also
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periodically review the entire classification plan and, when needed, recommend major changes to the
County Manager. The Office of State Personnel shall administer the classification plan for employees
who are subject to the State Human Resources Act.

Section 5. Authorization of New Positions and the Position Classification Plan

New positions shall be established upon recommendation of the County Manager and approval of the
County Board of Commissioners. New positions shall be recommended to the County Board of
Commissioners with a recommended class title after which the Human Resource Director, with the
approval of the County Manager, shall either allocate the new position(s) into the appropriate existing
class, or revise the position classification plan to establish a new class to which the new position(s) may
be allocated. The position classification plan, along with any new positions or classifications shall be
approved by the County Board of Commissioners and on file with the Human Resources Officer. Copies
will be available to all employees for review upon request.

Section 6. Request for Reclassification

Any employee who considers the position in which classified to be improper shall submit a request in
writing for reclassification to such employee's immediate supervisor, who shall immediately transmit the
request to the Human Resources Officer through the chain of command. Upon receipt of such request,
the Human Resources Officer shall study the request, determine the merit of the reclassification, and
recommend to the County Manager necessary changes for consideration in the next budget process to
maintain a fair and accurate classification and pay plan.
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ARTICLE Ill. THE PAY PLAN
Section 1. Definition

The pay plan includes the Salary Schedule and the Assignment of Classes to Salary Grades and
Ranges adopted by the Board of County Commissioners. The salary schedule consists of hiring and
maximum rates of pay for each job classification approved by the Board of County Commissioners. If
funding allows, salary increases within the pay range shall be based on criteria established by the
County Manager and approved by the Board of County Commissioners.

Section 2. Administration and Maintenance

The County Manager shall be responsible for the administration and maintenance of the pay plan. All
employees covered by the pay plan shall be paid at a rate within the salary range established for the
respective position classification, except for employees in trainee status or employees whose existing
salaries are above the established maximum rate following transition to a new pay plan.

The pay plan is intended to provide equitable compensation for all positions, reflecting differences in
the duties and responsibilities, the comparable rates of pay for positions in public employment in the
area, changes in the cost of living, the financial conditions of the County, and other factors. To this end,
from time to time the County Manager, assisted by the Human Resources Officer, shall make
comparative studies of all factors affecting the level of salary ranges and may make minor adjustments
in the allocation of positions to salary grades. When major adjustments encompassing numerous
positions are needed, or when a general adjustment is needed to the pay plan, the County Manager
shall recommend such changes in salary ranges as appear to be warranted to the Board. The Board
may adopt the Salary Schedule and assignment of Job Classes to Salary Grades, including any minor
adjustments made by the County Manager during the previous budget year, annually as part of the
budget process.

If funding allows, the County Manager may approve in-range adjustments to employee salaries not to
exceed ten percent when necessary to accommodate inequities, special performance or achievements,
or other issues.

Periodically, the County Manager shall recommend that individual salary ranges be studied and
adjusted as necessary to maintain market competitiveness. If funding allows, such adjustments will be
made by increasing the assigned salary grade for the class and adjusting the rate of pay for employees
in the class when the action is approved by the County Commissioners. Decreases may be made by
decreasing the assigned salary grade for the class and adjusting the rate of pay for employees in the
class when the action is approved by the County Commissioners.

Section 3. Starting Salaries

All persons employed in positions approved in the position classification plan normally shall be
employed at the hiring rate for the classification in which they are employed; however, on the
recommendation of the Department Head or Hiring Authority and Human Resources Officer and with
the approval of the County Manager, employee salaries may be approved above the hiring rate.
Reasons for hiring above the entry rate include exceptional education and experience qualifications of
the applicant, a shortage of qualified applicants, and/or the refusal of qualified applicants to accept
employment at the hiring rate. The Human Resources Officer and Department Heads shall consider
internal equity of other employees in the department when making a recommendation for employment
above the hiring rate.
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The pay rate for Elected officials, i.e. the Sheriff and Register of Deeds, shall be set by the Board of
Commissioners, utilizing the established salary range, no later than fourteen days before the last day
for filing notice of candidacy for the office consistent with GS 153A-92.

Section 4. Trainee Designation and Provisions

Applicants being considered for employment or County employees who do not meet all of the
requirements for the position for which they are being considered may be hired, promoted, demoted, or
transferred by the County Manager to a "trainee" status or under the State Human Resources Act job
classes as a "work against" appointment. In such cases, a plan for training and meeting the minimum
qualification for the job classification, including a time schedule, must be prepared by the supervisor.
An employee shall remain at the trainee or "work against" salary level until the Department Head
certifies that the employee is qualified to assume full responsibilities of the position and the County
Manager approves the certifications. The Department Head shall review the progress of each employee
in a trainee or "work against" status every six months or more frequently as necessary to determine
when the employee is qualified to assume full responsibilities of the position. "Trainee" salaries may be
two grades below the hiring rate established for the position for which the person is being trained. (Note:
Positions subject to the State Human Resources Act may be assigned no more than two grades below
as for trainee purposes.) The actual assignment should be reviewed and approved by the Human
Resources Officer. A new employee designated as "trainee" appointment shall be in a probationary
status until requirements for the full job class are met. In such cases, a plan for training, including a
time schedule, must be prepared by the Department Head.

If the training is not successfully completed as planned, the employee shall be transferred, demoted, or
dismissed. If the training is successfully completed, the employee shall be paid at least at the Hiring
rate established for the job class.

Section 5. Probationary Pay Increases

If funding allows, employees hired or promoted into the Hiring Rate of the pay range shall receive a
salary increase within the salary range of approximately 5% upon successful completion of the
probationary period. Employees serving a twelve-month probationary period are eligible for
consideration for this pay increase after six months of successful employment if funding allows;
employees with a twelve-month probationary period who receive an increase at the six month review
will not be eligible for an increase at the end of the twelve-month probationary period. If funding allows,
the County Manager has the authority to negotiate probationary increases for employees hired below
the Midpoint of the salary range.

Section 6. Range Movement

Range movement is an important component of compensation. It helps ensure that the organization
addresses salary compression (new employees paid too similarly to longer term employees). It is an
important part of employee retention as well as fair and equitable compensation. Two methods of range
movement are available for County employees based on the decision of the County Manager. All
employees should be under the same method in any budget year.

Merit/Performance Pay. In this system, upward movement within the established salary range for an
employee is not automatic, but rather based upon specific performance-related criteria and available
funds. If funding allows, procedures for determining performance levels and performance pay increases
or other performance-related movement within the range shall be established in procedures approved
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by the County Manager. Amounts are determined in the annual budget.

Automatic Increases. If funding allows, employees below midpoint are advanced 2% per year and 1.5%
per year above midpoint. This amount may be adjusted each year when the budget is adopted.

Section 7. Performance Bonus

Employees who are at the maximum amount of the salary range for their position classification will be
eligible to be considered for a performance bonus at their regular performance evaluation time when
performance pay is authorized and budgeted. Performance bonuses shall be awarded based upon the
performance of the employee as described in the performance evaluation and shall be the same
percentage of annual salary as employees within the salary range with the same performance level.
Performance bonuses do not become part of base pay and shall be awarded in a lump sum payment.
Employees above the maximum of the range are not eligible for this increase.

Section 8. Salary Effect of Promotions, Demotions, Transfers, and Reclassifications

Promotions. The purpose of the promotion pay increase is to recognize and compensate the
employee for assuming increased responsibility (See Article IV for definitions of these terms). If
funding allows, when an employee is promoted to a position with a higher salary grade, the
employee's salary shall normally be advanced to the hiring rate of the new position, or to a salary
which provides an increase of at least approximately 5% over the employee's salary before the
promotion, whichever is greater. In the event of highly skilled and qualified employees, shortage
of qualified applicants, or for other reasons related to the merit principle of employment, the
County Manager may set the salary at an appropriate rate in the range of the position to which
the employee is promoted that best reflects the employee’s qualifications for the job and relative
worth to the County, taking into account the range of the position and relative qualifications of
other employees in the same classification. In no event, however, shall the new salary exceed
the Maximum rate of the new salary range.

The amount of the salary adjustment beyond the 5% minimum amount should be based upon:
a) the employee’s related education, training, and experience;
b) the nature and magnitude of the change in jobs;

c) budget availability;

d) consistency with similar situations in the past;
e) internal equity within the work unit; and
f) other relevant issues.

Cost of living (or market adjustment), probationary increases for a previous job, and other in-range
increases cannot take the place of a promotional increase. Such increases may be made if funding
allows. The position of the employee’s adjusted salary within the new salary range shall not exceed
the position of the employee’s salary in the current range.

Demotions. When an employee is demoted to a position for which qualified, the salary shall be set at
the rate in the lower pay range which provides a salary commensurate with the employee’s qualifications
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to perform the job when the demotion is not the result of discipline. If the current salary is within the
new range, the employee's salary may be retained at the previous rate, if appropriate. Consideration
should be given to whether the employee is receiving the same pay for decreased workload or
responsibility level and action should be appropriate to this consideration along with internal equity
consideration of the pay rate of other employees in the same classification. If the demotion is the result
of disciplinary action, the salary shall be decreased at least approximately 5%, but may be no greater
than the maximum of the new range.

Transfers. The salary of an employee reassigned to a position in the same class or to a position in a
different class within the same salary grade shall not be changed by the reassignment.

Reclassifications. If funding allows, an employee whose position is reclassified to a class having
a higher salary range shall receive a pay increase of approximately 5% or an increase to the
hiring rate of the new pay range, whichever is higher. If the position is reclassified to a lower
pay range, the employee's salary shall remain the same. If the employee’'s salary is above the
maximum established for the new range, the salary of that employee shall be maintained at the
current level until the range is increased above the employee's salary.

Section 9. Salary Effect of Salary Range Revisions

If funding allows, when a class of positions is assigned to a higher salary range as a result of labor
market conditions, employees in that class shall receive a 5% increase for each salary grade increase,
if such increases do not exceed the midpoint of the new range. If funding allows, the employee shall
receive a minimum of 5% for the range revision, even if such increases take the employee above the
midpoint of the new range. When a class of positions is assigned to a lower salary range, the salaries
of employees in that class will remain unchanged. If this assignment to a lower salary range results in
an employee being paid at a rate above the maximum established for the new class, the salary of that
employee shall be maintained at that level until such time as the employee's salary range is increased
above the employee's current salary.

Section 10. Transition to a New Salary Plan
The following principles shall govern the transition to a new salary plan:
1) No employee shall receive a salary reduction as a result of the transition to a new salary plan.

2) If funding allows, all employees being paid at a rate lower than the hiring rate established for
their respective classes shall have their salaries raised to the new hiring rate for their classes.
The only exception will be those employees currently being paid at a trainee rate, or in a "work
against" status. These employees will remain in their same relative pay status in the new salary
grade assigned.

3) All employees being paid at a rate above the hiring rate and below the maximum rate are
considered as being paid at a competitive rate for the job class and may receive any approved
salary plan implementation increases as authorized by the Board if funding allows.

4) All employees being paid at a rate above the maximum rate established for their respective
classes shall be maintained at that salary level with no increase in base pay until such time as
the employees' salary range is increased above the employees' current salary. This means no
performance/merit pay increases or market adjustment/cost of living increases or any other
increases to the base pay of the employee until the employee is within the appropriate salary
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range.
Section 11. Effective Date of Salary Changes

Salary changes approved after the first working day of a pay period shall become effective at the
beginning of the next pay period, or at such specific date as may be provided by procedures approved
by the County Manager.

Section 12. Overtime Pay Provisions

Employees of the County can be requested and may be required to work overtime hours as necessitated
by the needs of the County and determined by the supervisor. All overtime work must be authorized in
advance and properly documented on the time sheet.

Supervisors shall attempt to arrange employee work and schedules so as to accomplish the required
work within the standard workweek and without incurring overtime.

The County will comply with the Fair Labor Standards Act (FLSA). The County Manager shall determine,
based on the recommendation of the Human Resources Officer, which jobs are "Non-Exempt" and are
therefore subject to the Act in areas such as hours of work and work periods, rates of overtime
compensation, and other provisions.

Non-Exempt Employees:

Employees are expected to work during all assigned periods exclusive of breaks or mealtimes.
Employees are not to perform work at any time that they are not scheduled to work, unless they receive
approval from their Department Head or supervisor, except in cases of emergency.

Non-exempt employees will be paid at a straight time rate for hours up to the FLSA established limit for
their position (usually 40 hours in a 7-day period; or 171 hours in a 28-day cycle for sworn law
enforcement employees). Hours worked beyond the FLSA established limit will be compensated in time
or pay at the appropriate overtime rate. In determining eligibility for overtime in a work period, only hours
actually worked shall be considered; in no event will vacation, sick leave, holidays or on-call time be
included in the computation of hours worked for FLSA purposes.

Whenever practical, departments will schedule time off on an hour-for-hour basis within the applicable
work period for non-exempt employees, instead of paying overtime. When time off within the work
period cannot be granted, overtime worked will be given in the form of compensatory time off or paid in
accordance with the FLSA.

Earned compensatory time may be granted whenever feasible and determined by the County Manager,
based on recommendations from the Department Head. Accumulation of more than eighty hours of
compensatory time is discouraged and must have the approval of the County Manager. However, under
FLSA provisions, non-exempt employees may accumulate up to 240 approved hours of compensatory
time (sworn law enforcement officers may accumulate up to 480 hours). Nonexempt employees
separating from employment shall be paid for their compensatory time balances.

Exempt Employees:

Employees in positions determined to be "exempt" from the FLSA (as Executive, Administrative, or
Professional staff) will not receive pay for hours worked in excess of their normal work periods. These
employees may be granted “professional leave” by their supervisor where the convenience of the
department allows and in accordance with procedures established by the County Manager. Such
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compensatory time is not guaranteed to be taken and ends without compensation upon separation from
the organization.

Emergency Overtime:

In declared disaster or emergency situations such as a FEMA declared emergency where employees
are required to work long and continuous hours as required over multiple days, the County Manager
may approve compensation at a rate up to double time for those hours worked and/or grant time off
with pay for rest and recuperation to ensure safe working conditions. This provision applies to exempt
and nonexempt employees including the County Manager.

Section 13. On-Call and Call-Back Compensation

The County provides continuous twenty-four hours a day, seven days a week service to its citizens.
Therefore, it is necessary for certain employees to respond to any reasonable request for duty at any
hour of the day or night. One of the conditions of employment with the County is the acceptance of a
share of the responsibility for continuous service in accordance with the nature of each job. If an
employee fails to respond to reasonable calls for emergency service, either special or routine, the
employee may be subject to disciplinary action up to and including dismissal by the appointing authority.

On-call. On-call (standby) time consists of scheduled non-work hours in excess of the standard work
period when an employee is required to be available to be called back to work on a regularly scheduled
or emergency basis and must respond within a reasonable period of time and must be free from the
influence of alcohol or narcotics and able to work. On-call /standby schedules must be approved by the
Human Resources Officer. Employees eligible for standby compensation are those required to be on
standby at least one out of every six weeks or more frequently. The Human Resources Office shall
maintain a list of employees who are approved for on-call compensation arrangements.

An employee is required by FLSA to be compensated with regular pay for on-call time if he or she must
remain near an established telephone or otherwise substantially restrict personal activities in order to
be ready to respond when called.

The County chooses to compensate employees at a rate less than regular pay for the inconvenience of
being on-call when time is not substantially restricted. Non-exempt employees required to be on "on-
call" duty as frequently as once every six weeks or more frequently will be paid for five hours of work at
straight time for each week (approximately 128 hours, excluding work time) of stand-by time they serve.
Hours actually worked while on stand-by are calculated beginning when the employee reports to the
work site and are added to the regular total of hours worked for the week

Call-back. Call-back time consists of actual time spent when called back to work to handle an
emergency situation. Non-exempt employees will be guaranteed a minimum payment of two hours of
wages for being called back to work outside of normal working hours when not on stand-by. "Call-back"
provisions do not apply to previously scheduled overtime work (scheduled one or more days in advance)
or telecommuting work from home.

Section 14. Payroll Schedule and Deductions
The payroll schedule shall be established by the County Manager and shall be administered by the
Finance Department. Deductions shall be made from each employee's salary as required by law.

Additional deductions may be made upon the request of the employee on determination by the County
Manager as to the capability of payroll equipment and appropriateness of the deduction.
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Section 15. Hourly Rate of Pay

Employees working in a part-time or limited service capacity with the same duties as full-time employees
will work at a rate in the same salary range as the full-time employees.

The hourly rate for employees working other than 40 hours per week, such as law enforcement officers
working an average 42 hours per week, will be determined by dividing the average number of hours
scheduled per year into the annual salary established for the position.

Section 16. Pay for Interim Assignment in a Higher-Level Classification

If funding allows, an employee who is formally designated for a period of at least one month to perform
the duties of a job that is assigned to a higher salary grade than that of the employee’s regular
classification shall receive an increase for the duration of the interim assignment. If funding allows, the
employee shall receive a salary adjustment to the entry level (Hiring rate) of the job in which the
employee is acting or an increase of 10%. Criteria involved in determining the amount of compensation
shall include

a) the difference between the existing job and that being filled on a temporary basis, and

b) the degree to which the employee is expected to fulfill all the duties of the temporary assignment.
The salary increase shall be temporary and the employee shall go back to the salary he or she would
have had if not assigned to the interim or acting role upon completion of the assignment, taking into
account any increase the employee would have received if not placed in the interim or acting role.
Section 17. Longevity Pay

If funding allows, full-time employees of the County are compensated for continuous years of service
with the County by payment of a longevity supplement based on continuous years of service as of
December 15 of each year. Continuous service is continuous employment including any approved

leave or involuntary reduction in force.

Longevity amounts shall be as follows:

Years of Service Longevity Amount
0-4 $ 250.00
5-9 500.00
10-14 750.00
15-19 1,000.00
20 plus 1,250.00

Longevity pay will be issued in December or as designated by the County Manager. The Human
Resources Officer will publish administrative procedures for awarding Longevity Pay.

Section 18. Direct Deposit
Employees will be paid by electronic transfer of funds to their designated bank account(s). Employees

will receive written or electronic documentation of their wages, deductions and leave balances each pay
period.
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Section 19. Certification and Educational Increases

If funding allows, the County Manager will establish a schedule of salary increases to reward employees
for attaining and maintaining certifications and obtaining degrees that increase the employee’s value to
the County. These increases should reflect certifications and/or degrees that exceed the requirements
on the position classification specification for the employee’s job.
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ARTICLE IV. RECRUITMENT AND EMPLOYMENT
Section 1. 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 the applicant's qualifications for the job and award them, with
respect to compensation and opportunity for training and advancement, including upgrading and
promotion, without regard to race, religion, color, sex, national origin, sexual orientation, age, veteran
status, marital status, political affiliation, disability, genetic information, or on the basis of actual or
perceived gender as expressed through dress, appearance or behavior. Applicants with physical
disabilities shall be given equal consideration with other applicants for positions in which their disabilities
do not represent an unreasonable barrier to satisfactory performance of essential duties with or without
reasonable accommodation.

Section 2. Implementation of Equal Employment Opportunity Policy

All personnel responsible for recruitment and employment will continue to review regularly the
implementation of this policy and relevant practices to assure that equal employment opportunity based
on reasonable, job-related job requirements is being actively observed to the end that no employee or
applicant for employment shall suffer discrimination because of race, religion, color, sex, national origin,
sexual orientation, age, veteran status, marital status, political affiliation, disability, genetic information,
or on the basis of actual or perceived gender as expressed through dress, appearance or behavior.
Notices with regard to equal employment matters shall be posted in conspicuous places on County
premises in places where notices are customarily posted.

Section 3. Recruitment, Selection and Hiring

Recruitment Sources. When position vacancies occur, the Human Resources Office shall publicize
these opportunities for employment, including applicable salary information and employment
qualifications. Information on job openings and hiring practices will be published in either local news
media and/or on the County website as necessary to inform the community and create a quality and
diverse pool of applicants. In addition, notice of vacancies shall be posted at designated conspicuous
sites within departments. Individuals shall be recruited from a geographic area as wide as necessary
and for a period of time sufficient to ensure that well-qualified applicants are obtained for County service.
The North Carolina Division of Employment Security may also be used as a recruitment source. In rare
situations because of emergency conditions, high turnover, etc., the County may hire or promote without
advertising jobs, upon approval of the County Manager.

Job Advertisements. Jobs will be advertised on the County’s website and other relevant websites,
local area newspapers, and other professional publications as needed to establish a diverse and
qualified pool. Employment advertisements shall contain assurances of equal employment opportunity
and shall comply with Federal and State statutes.

Application for Employment. All persons expressing interest in employment with the County shall be
given the opportunity to file an application for employment for positions which are currently being
recruited.

Application Reserve File. Applications shall be kept in an inactive reserve file (currently for a period
of two years) in accordance with Equal Employment Opportunity Commission guidelines.

Selection. Department Heads and Hiring Authorities, with the assistance of the Human Resources
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Officer, shall make such investigations and conduct such examinations as necessary to assess
accurately the knowledge, skills, and experience qualifications required for the position. All selection
devices administered by the County shall be valid measures of job performance.

References and Background Investigations. Before any commitment is made to an applicant the
County will conduct reference checks regarding the employee’s qualifications and work performance.
In addition, physical examinations, drug screening and criminal background investigations may be
performed. Conviction of a crime is not automatically disqualifying. The County will consider the severity
of the crime, degree to which the crime is job related to the job for which the applicant is being
considered, and length of time since the conviction to determine the degree to which there is a business
necessity for choosing not to hire the applicant.

Hiring. Before any commitment is made to an applicant either internal or external, the Appointing
Authority or Department Head shall make recommendations to the Human Resources Officer including
the position to be filled, the salary to be paid, and the reasons for selecting the candidate over other
candidates. The Human Resources Officer and Department Head shall recommend approval of new
hires and the starting salary for all applicants to the Appointing Authority. The County Manager or
Human Resources Officer will approve the starting salary and have the authority to approve negotiated
benefits. All employment offers should be confirmed in writing. The Personnel Action Form, the original
application for employment, a copy of the employment offer letter, and any additional supporting
documents pertaining to the selected candidate should be submitted to the Human Resources office
prior to making a final offer to the candidate. These documents will become part of the new employee’s
personnel file.

Section 4. Probationary Period

An employee appointed or promoted to a regular position shall serve a probationary period. Employees
shall serve a six-month probationary period, except that sworn law enforcement personnel and
Department Heads shall serve a twelve-month probationary period. Employees in trainee or "work
against" appointments will have specific time frames established for their probationary period.

During the probationary period, supervisors shall monitor an employee's performance and communicate
with the employee concerning performance progress. Employees serving a twelve-month probation
shall have a probationary review at the end of six months, as well as before the end of twelve months.

An important purpose of the probationary period is to provide an opportunity for the appointee to adjust
to the new job. Likewise, it serves as a trial period during which the employee demonstrates his or her
ability to perform the work, to demonstrate good work habits and to work well with the public and
coworkers. Before the end of the probationary period, the supervisor shall conduct a performance
evaluation conference with the employee to determine whether or not the employee is meeting job
expectations. The employee's progress (accomplishments, strengths, and areas for improvement) will
be discussed with the employee and a summary of this discussion should be documented in the
employee's personnel file. The supervisor shall recommend in writing whether the probationary period
should be completed, extended, or the employee transferred, demoted, or dismissed. With approval of
the County Manager, Probationary Periods may be extended for three months with the possibility of
one more three-month extension for a maximum of six additional months. The maximum probationary
period for law enforcement officers and Department Heads is eighteen months and for other County
employees is twelve months.

Disciplinary action, including demotion and dismissal, may be taken at any time during the probationary
period of a new hire without following the steps outlined in this Policy for disciplinary action.
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A promoted employee who does not successfully complete the probationary period may be transferred
or demoted to a position in which the employee shows promise of success. If no such position is
available, the employee shall be dismissed. Promoted employees shall retain all other rights and
benefits such as the right to use the grievance procedures.

Section 5. Promotion

Promotion is the movement of an employee from one position to a vacant position in a class assigned
to a higher salary range. It is the County's policy to create career opportunities for its employees
whenever possible. Therefore, when a current employee applying for a vacant position is best suited of
all applicants, that applicant shall be promoted to that position. The County will balance three goals in
the employment process:

a) the benefits to employees and the organization of promotion from within;
b) providing equal employment opportunity and a diversified workforce to the community; and
c) obtaining the best possible employee who will provide the most productivity in that position.

Therefore, except in rare situations where previous County experience is essential or exceptional
qualifications of an internal candidate so indicate, the County will consider external and internal
candidates rather than automatically promote from within. Candidates for promotion shall be chosen
on the basis of their qualifications and their work records. Internal candidates shall apply for promotions
using the same application process as external candidates.

Section 6. Demotion

Demotion is the movement of an employee from one position to a position in a class assigned to a lower
salary range. Demotions may be voluntary or involuntary. An employee whose work or conduct in the
current position is unsatisfactory may be involuntarily demoted provided that the employee shows
promise of becoming a satisfactory employee in the lower position. Such demotion shall follow the
disciplinary procedures outlined in this Policy. Demoted employees may appeal this decision based on
the Grievance Process outlined in this Personnel Policy.

An employee may request a voluntary demotion when a vacant position is available. Employees may
request voluntary demotions in order to accept a position with less complex duties and reduced
responsibilities, to change career paths, or for other reasons. A voluntary demotion is not a disciplinary
action and is made without using the above-referenced disciplinary procedures.

Section 7. Transfer

Transfer is the movement of an employee from one position to a position in a class in the same salary
range. If a vacancy occurs and an employee in another department is eligible for a transfer, the
employee shall apply for the transfer using the usual application process. The Department Head wishing
to transfer an employee to a different department or classification shall make a recommendation to the
County Manager with the consent of the receiving Department Head. Any employee transferred without
requesting the action may appeal the action in accordance with the grievance procedure outlined in this
policy. Employees who are transferred to a different department will serve a six-month probationary
period.
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ARTICLE V. CONDITIONS OF EMPLOYMENT
Section 1. Work Schedule

Department Heads shall establish work schedules, with the approval of the County Manager, which
meet the operational needs of the department in the most cost-effective manner possible.

Section 2. Political Activity

Each employee 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, may advocate and support the principles or policies of
civic or political organizations 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. However, no employee shall:

a) Engage in any political or partisan activity while on duty;

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

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

d) Coerce or compel contributions from another employee of the County for political or partisan
purposes;

e) Use any supplies or equipment of the County for political or partisan purposes; or

f) Be a candidate for nomination or election to the office of County Commissioner.

Any violation of this section shall be deemed improper conduct and shall subject the employee to
disciplinary action under this policy.

Section 3. Expectation of Ethical Conduct

The proper operation of County government requires that public officials and employees be
independent, impartial, and responsible to the people; that governmental decisions and policy be made
in the proper channels of the governmental structure; that public office not be used for personal gain;
and that the public have confidence in the integrity of its government.

As stewards of public resources and holders of the public trust, County employees are expected to up
hold the highest standards of ethical conduct while fulfilling their job duties and responsibilities.

No employee of the County shall accept any gift, favor, or thing of value (more than $50) from
organizations, business firms, or individuals with whom they have official relationships because of
County business. These limitations do not prohibit the acceptance of articles of negligible value which
are distributed generally, nor prohibit employees from accepting social courtesies that provide good
public relations, and do not prohibit employees from obtaining loans from public lending institutions. It
is particularly important that inspectors, contracting officers, and law enforcement officers guard against
relationships that might be construed as evidence of favoritism, coercion, unfair advantage, or collusion.

Section 4. Outside Employment
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The work of the County shall have precedence over other occupational interests of employees. All
outside employment for salaries, wages, or commissions and all self-employment must be reported in
advance to the employee's department head, who in turn will report it to the County Manager. The
County Manager will review such employment for possible conflict of interest and then approve or
disapprove the secondary employment. Conflicting and/or unreported outside employment are grounds
for disciplinary action up to and including dismissal. Documentation of the approval of outside
employment will be placed in the employee’s personnel file.

Examples of conflicts of interest in outside employment include but are not limited to:

a) employment with organizations or in capacities that are regulated by the employee or
employee’s department; or

b) employment with organizations or in capacities that negatively impact the employee’s perceived
integrity, neutrality, or reputation related to performance of the employee’s County duties.

Section 5. Dual Employment

The County prohibits any employee from holding more than one position with the County without
approval by the County Manager. This includes any combination of full-time, part-time and/or limited
service employment. The County will consult FLSA regulations in any potential dual employment cases
to ensure that the regulations are followed.

Section 6. Employment of Relatives

The County prohibits the hiring and employment of immediate family in full or part-time positions within
the same work unit or if such employment would result in one family member supervising another or if
one member will occupy a position of influence over another member’s employment or any condition of
employment. Examples of potential influence include but are not limited to hiring, promotions, salary
administration and disciplinary action.

For the purposes of this Article, immediate family shall be defined as spouse, child, parent, sibling,
grandparent, and grandchild to include in-law, step and half relationships. The definition for this Article
also includes individuals living in the same household who share a relationship comparable to
immediate family members.

The County also prohibits the employment of any person into a position who is an immediate family
member of individuals holding the following positions: County Board of Commissioners Member, County
Manager, Assistant County Manager, Human Resources Officer, Clerk to the Board, Finance Officer,
or County Attorney. Otherwise, the County will consider employing family members or related persons
in the service of the County, provided that such employment does not:

a) result in a relative supervising relatives;

b) result in a relative auditing the work of a relative;

c) create a conflict of interest with either relative and the County; or
d) create the potential or perception of favoritism.

This clause shall not be retroactive concerning any relative currently working for the County or anyone
who has filed for election at the time of adoption. However, it does require that an employee resign
should a relative be elected to County Commissioner.
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This section also prohibits the Sheriff, Register of Deeds, Social Services Director, and Elections
Director from employing immediate family members in the departments that they supervise without
approval of the Board of County Commissioners.

Section 7. Harassment Prevention

The County prohibits harassment on the basis of race, religion, color, sex, national origin, sexual
orientation, age, veteran status, marital status, political affiliation, disability, genetic information, or on
the basis of actual or perceived gender as expressed through dress, appearance or behavior.
Harassment is defined as conduct that culminates in tangible employment action or is sufficiently severe
or pervasive as to create a hostile work environment.

Sexual harassment is defined as unwelcome sexual advances, requests for sexual favors, and other
verbal or physical conduct of a sexual nature when a) submission to such conduct is made either
explicitly or implicitly a term or condition of an individual's employment; b) submission to or rejection of
such conduct by an individual is used as the basis for employment decisions affecting such individual;
or ¢) such conduct has the purpose or effect of unreasonably interfering with an individual's work
performance or creating an intimidating, hostile, or offensive working environment.

Any employee who believes that he or she may have a complaint of harassment may follow the
Grievance Procedure described in this Policy or may file the complaint directly with the County Manager,
Human Resources Officer or any Department Head who will advise the County Manager or County
Attorney. The employee may file the complaint directly with the County Manager if it involves a
Department Head. The Human Resources Officer will ensure that an investigation is conducted into
any allegation of harassment and advise the employee and appropriate management officials of the
outcome of the investigation.

Employees witnessing harassment shall also report such conduct to an appropriate County official.

Employees making complaints of harassment are protected against retaliation from alleged harassers
or others.

Section 8. Use of County Time, Equipment, Supplies, and Vehicles

County equipment, materials, tools and supplies, shall not be available for personal use and are not to
be removed from County property except in the conduct of official County business, unless approved
by the County Manager. No employee shall purchase for personal use any equipment or supplies
through County purchase accounts. During working hours, an employee shall only conduct County
business. Use of County time, supplies, or equipment for personal or other purposes not related to the
employee's County duties and responsibilities is prohibited and subjects the employee to disciplinary
action, up to and including dismissal.

All employees who use County vehicles are required to follow applicable motor vehicle and safety
requirements. Violation or misuse of County vehicles also subjects the employee to disciplinary action,
up to and including dismissal.

The County shall develop and distribute to employees a separate policy covering the use of phones,
email, computers, and county cell phones.

Under North Carolina law, email sent or received by the County is considered a public record and is
subject to inspection upon request.
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Surrender of Property. An employee who terminates employment shall be required to return all items
of equipment, including uniforms, owned by the County. Failure to do so may result in a deduction for
replacement costs from the final pay check.

Section 9. Performance Evaluation

Supervisors and/or Department Heads shall conduct Performance Evaluation conferences with each
employee at least once a year. These performance evaluations shall be documented in writing and
placed in the employee's personnel file. The purposes of performance evaluation are as follows:

a) Continuous Performance Improvement: To regularly discuss the performance of all County
employees based on job-related criteria; to provide performance coaching, encouragement, and
exploration of optional approaches where needed; to identify during discussions both
accomplishments and areas for employee performance development; to discuss specific plans
to bring about continuous improvement for each employee and the organization as a whole that
translates into increasing service excellence for our customers and citizens.

b) Communications: To create and nurture an atmosphere for open and direct two-way
communications between supervisors and employees concerning job performance and
requirements. To ensure that performance is discussed on a regular, on-going basis between
supervisors and employees so that there are no surprises in the annual performance review. To
build a partnership based on mutual respect and increase the trust in the relationship between
employees and supervisors. To provide a format for supervisors, when they choose, to request
and receive feedback from employees. To ensure that employees know how their jobs and their
goals fit into overall organizational and departmental vision, mission, and goals.

c) Recognition: To establish a program of on-going feedback whereby employees receive
recognition and appreciation for their good performance, accomplishments and achievements
and feel affirmed for the contributions they make to the organization.

d) Retention: To encourage employee development and engagement with their work and with the
organization and discuss employee needs in a way that results in enhanced employee retention.

e) Employee Training /Career Development: To develop information which can be used jointly by
supervisors and employees to determine appropriate training needs and resources including on-
the-job training. To discuss and identify how employees can prepare for potential advancement
opportunities where appropriate.

f) Goal-setting: To enable employees to establish clear, challenging and achievable goals in
collaboration with their supervisors. To ensure that employees know how their jobs and their
goals fit into the overall organizational and departmental vision, mission and goals.

g) Personnel Actions: To provide background information and objective and accurate
documentation for consideration as a basis for any personnel actions or decision that may arise,
including performance pay, disciplinary actions, and promotions.

Procedures for the performance evaluation program shall be published by the Human Resources Officer
with the approval of the County Manager. Performance reviews should be conducted regardless of the
funding of merit/performance pay.

Section 10. Safety

Safety is the responsibility of both the County and employees. It is the policy of the County to establish
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a safe work environment for employees. The County shall establish a safety program including policies
and procedures regarding safety practices and precautions and training in safety methods. Department
Heads and supervisors are responsible for ensuring safe work procedures, including the use of all
required personal protective equipment and providing necessary safety training programs. Employees
shall follow the safety policies and procedures and attend safety training programs. Employees who
violate such policies and procedures shall be subject to disciplinary action up to and including dismissal.

Additional detailed procedures regarding safety, worker's compensation, injury, and infection control
may be established by the County Manager.

Section 11. Substance Abuse Policy

The County is committed to maintaining a drug and alcohol-free work environment in order to ensure
the safety and welfare of the general public and all County employees and to ensure an efficient and
effective work force. The County prohibits employees reporting to work with their ability to perform
impaired by alcohol, illegal drugs, intentionally and inappropriately used prescriptions, over-the-counter
drugs, or other chemicals and substances. A separate Substance Abuse Policy will be maintained by
the County and provided to all employees.

Section 12. Credentials and Certifications

Some duties assigned to positions in local government service may be performed only by persons who
are duly licensed, registered or certified as required by the relevant law, rule or regulation. Employees
in such classifications are responsible for maintaining current, valid credentials as required by law, rule
or regulation. Failure to obtain or maintain the required credentials is a basis for immediate dismissal
without prior warning. An employee who is dismissed shall be given a written statement of the reason
for the action and his/her appeal rights.

Section 13. Use of Tobacco Products

Smoking and the use of tobacco products are prohibited in all county-owned or leased buildings and
vehicles. Smoking is not allowed within fifty feet of a public entrance unless a variance is issued by the
County Manager. When granted, smoking areas shall be clearly designated. The prohibition against
tobacco products includes e-cigarettes or other devices which provide a vapor or nicotine substance
and inhaler devices that simulate smoking.

Section 14. Lactation Support for Nursing Mothers

Chowan County is committed to family-friendly policies and benefits and accommodates breastfeeding
mothers who wish to express breast milk during the workday when separated from the newborn. The
County provides reasonable break times to express breast milk for the child for up to one year after the
child’s birth.

Breast milk must be labeled with the name of the employee and date of expressing the breast milk when
placed in a workplace refrigerator. Non-conforming products stored in the refrigerator may be removed.
The employee storing milk in the refrigerator assume all responsibility for the safety of the milk and the
risk of harm for any reason, including improper storage, refrigeration and/or tampering.

Nursing mothers should work with the Human Resources Department to identify a room in the

employee’s work area where employees may express milk. Employees who work off-site or in other
locations will also be accommodated with a private area as necessary.

For more information regarding this issue, see the FLSA guidelines regarding lactation provisions.
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Section 15. Driver’s License

All employees who are in positions required on the class specification to maintain an active driver’s
license are required to do so as a condition of employment. Each year, upon completion of the
employee’s performance review, the human resources office will verify the status of the employee’s
driver’s license. If the driver’s license is not in good standing, the employee may be transferred,
suspended, demoted or dismissed.

Section 16. Technology/Social Media Policy

The County Manager will establish a separate Technology/Social Media/Electronic Communications
Policy and communicate the policy to employees. The policy will be considered a part of the Personnel
Policy and may be updated periodically as needed to react to changing technology.

In addition, the County will comply with GS 143-805 prohibits the viewing of pornography on electronic

devices supplied by or controlled by CMSD. Pornography is defined as “any material depicting sexual
activity as defined in GS 14-190.13.”
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ARTICLE VI. EMPLOYEE BENEFITS
Section 1. Eligibility

All full-time employees of the County are eligible for employee benefits as provided for in this Article,
which are subject to change at the County's discretion and annual budget appropriations. Limited
service employees are eligible only for legally mandated benefits such as workers’ compensation and
social security.

Section 2. Group Health and Dental Insurance

The County provides group health insurance for full-time employees and their families as specified
under the terms of the group insurance contract.

The County pays a cost established by the budget each year for health insurance for full-time
employees. Full-time employees may, if they so desire, purchase available group health, dental and/or
vision coverage through the County for qualified dependents within the stipulations of the insurance
contract. Employees will pay the amount stipulated by the County for their qualified dependents.

Information concerning cost and benefits shall be available to all employees from the Human Resources
Department.

Retiree Health Insurance

Health Insurance for Retired Employees of Chowan County Employees who retire from Chowan County
may be eligible for Health Insurance Benefits providing the following criteria have been met:

a. The employee has 20 years of creditable service to Chowan County and the last 5 creditable
years prior to retirement have been with Chowan County; and

b. The employee meets criteria for full retirement under the Local Government Retirement System.

If the above conditions are met and approved, the county will provide the insurance at no cost to the
retiree until their death.

If at any time the county requires a co-payment on premiums from employees of the county, the retiree
that has this benefit under this policy will also be responsible for such co-payment as prescribed under
the County Benefit Plan. If the employee obtains other primary insurance coverage after their retirement,
the Chowan County insurance coverage will be considered a secondary policy. Retirees must apply for
Medicare with coverage effective the first day of the month of their eligibility age as the group health
plan coverage will terminate on the last day of the prior month.

Employees with 20 years of creditable service to Chowan County and who meet the criteria for full
retirement that are separated by any other means other than retirement will not be eligible for this
benefit. Types of separation that would make an employee ineligible for this benefit that otherwise meet
all criteria include but are not limited to voluntary resignation, voluntary resignation without notice,
dismissal, reduction in force, separation due to unavailability for work, and death prior to retirement.
Section 3. Group Life Insurance

The County may provide paid life insurance to its full-time employees. Information on costs, coverage,
and benefits are available from the Human Resources Officer.

Section 4. Other Optional Group Insurance Plans

29



The County may make other group insurance plans available to employees upon authorization of the
County Manager or County Board. For information about optional group benefit programs, employees
may contact the Human Resources Office.

Section 5. Retirement

Each employee in a permanent position who is expected to work for the County more than 1,000 hours
annually shall join the North Carolina Local Governmental Employees' Retirement System when eligible
as a condition of employment and make the stipulated contribution.

Supplemental Retirement Benefits

The County may provide supplemental retirement benefits for its full-time employees. As prescribed by
North Carolina State Law, the County will contribute a percentage of salary to the State 401-K plan for
each sworn law enforcement officer (currently 5%).

All full-time employees may make voluntary contributions to the 401-K plan up to the limits established
by law and the 401-K provider.

Section 6. Social Security

The County, to the extent of its lawful authority and power, has extended Social Security benefits to its
eligible employees.

Section 7. Worker’s Compensation

All employees of the County are covered by the North Carolina Worker's Compensation Act and are
required to report all injuries arising out of and in the course of employment to their immediate
supervisors at the time of the injury in order that appropriate action may be taken. Supervisors should
provide records of such injuries to the Human Resources Office within two days of the injury.

Employees may use available sick leave and/or vacation during the waiting period before Workers'
compensation benefits begin. An employee may not elect to use accumulated vacation and sick leave
as a supplemental payment for the difference between his/her regular salary and the payments
received under the Worker's Compensation Act.

This provision also applies to reactions to smallpox vaccinations administered to County employees
under Section 304 of the Homeland Security Act. Such reactions shall be treated the same as any
other workers compensation claim as regards leave and salary continuation.

Responsibility for claiming compensation under the Workers' Compensation Act is on the injured
employee and the supervisor who must report injuries to the Human Resources Office within two days.
Injury claims must be filed with the North Carolina Industrial Commission within two years from date of
injury. The Human Resources Officer will coordinate the filing of such claims.

Section 8. Unemployment Compensation

County employees are covered for unemployment compensation. County employees who are
terminated due to a reduction in force or released from County service may apply for benefits through
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the local Division of Employment Security office, where a determination of eligibility will be made.
Section 9. Law Enforcement Separation Allowance

Every sworn law enforcement officer, as defined by N.C. Gen. Statute 128-21(11b) or N.C. Gen. Statute
143-166.50, shall be eligible for a separation allowance, as provided by N.C. Gen. Statute 143-166.42.

Each law enforcement officer must elect one of the following two methods of calculation to use for this
allowance: 1) the traditional approach based on final salary and total service, or 2) the 30-year fixed
option based on the salary at 30 years. This election is a one-time irrevocable choice that must be
made before the first payment is issued. If the officer fails to make an election, the law mandates that
the County use the 30-year fixed calculation option by default.

Eligibility and continuation of these benefits are subject to the following conditions:

a) the officer shall have completed 30 or more years of creditable service, or have attained 55
years of age at the time of retirement from the County and completed five or more years of
creditable service as a sworn law enforcement officer (as defined in General Statute 143-
166.42); and

b) the officer shall not have attained 62 years of age;

c) the officer shall have completed at least five years of continuous service as a law enforcement
officer immediately preceding a service retirement, as defined by N.C. Gen. Statute 143-
166.41(a)(3) and 143-166.41(b);

d) the law enforcement officer, after separation from County employment, notifies the County of
any new employment involving local law enforcement duties. Such notification shall include the
nature and extent of the employment, and any change of employment status.

Payment of separation allowance benefits to a retired officer shall cease at the first of:

a) the death of the officer;

b) the last day of the month in which the officer attains 62 years of age; or

c) the first day of re-employment in any position in any local government in North Carolina requiring
retirement system participation.

The County may employ retired officers in a public safety position in a capacity not requiring participation
in the Local Governmental Employees’ Retirement System and doing so shall not cause payment to
cease to those officers under these benefits. Participation in the retirement system is required by
anyone scheduled to work 1000 hours per year or more.

Should the separation allowance for law enforcement officers, now required by law, be rescinded, this
separation allowance shall be rescinded at the same time.
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ARTICLE VII. HOLIDAYS AND LEAVES OF ABSENCE
Section 1. Policy

The policy of the County is to provide vacation leave, sick leave, and holiday leave to all full-time
employees (but not limited service employees) in a regular position with the County and to provide
proportionally equivalent amounts to employees having average work weeks of different lengths. Leave
balances should accrue with each payroll at a pro-rated amount when employees work or are on a paid
leave status.

Section 2. Holidays

The policy of the County is to follow the holiday schedule as published by the State of North Carolina
each year unless changed by the County. The schedule for the calendar year will be published by
December 1 of the previous calendar year for distribution to County employees.

In order to receive a paid holiday, an employee must have worked the day before and the day after the
holiday(s), or have been given approved paid leave.

Employees wishing to schedule time off for religious observances may request vacation leave from their
respective Department Head. The Department Head will attempt to arrange the work schedule so that
an employee may be granted vacation leave for the religious observance. Vacation leave for religious
observances may be denied only when granting leave would create an undue hardship for the County.

The number of holiday hours earned by employees shall be determined in accordance with the formula
set forth in Section 15 of this article.

Departments which have staff working during holidays may designate which days of the week are to be
observed using the actual legal holidays when appropriate.

Section 3. Holidays: Effect on Other Types of Leave

Regular holidays which occur during a vacation, sick or other leave period of any employee shall not be
considered as vacation, sick, or other leave.

Section 4. Holidays: Compensation When Work is Required

Employees required to perform work on regularly scheduled holidays may receive the proportionally
equivalent amount off for the holiday or receive pay in lieu of time off as described in Section 15 of this
Article.

If a holiday falls on a regularly scheduled off-duty day for shift personnel, the employee will receive the
proportionately equivalent hours of paid holiday leave. Whether holiday time is provided in time or pay
for shift employees is determined by the County. Employees shall receive holiday compensation in
hours or pay based on the pro rata amount identified in Section 15 of this Article.

Section 5. Vacation Leave

Vacation is a privilege granted by the County. Vacation leave may be used for rest and relaxation,
school appointments, and other personal needs. Employees must request vacation leave from their
supervisor in advance. Vacation leave may also be used by employees who wish to observe religious
holidays other than those granted by the County, upon request in advance. Supervisors are responsible
for ensuring proper staff coverage and may refuse vacation requests when they create a hardship for
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the County.
Section 6. Vacation Leave: Accrual Rate
Each full-time general employee of the County shall earn vacation at the following schedule. Accrual

rates for full-time employees will be prorated as shown in Section 15 of this Article. Limited Service
employees are not eligible for pro-rated vacation accrual.

Years of Service Days Accrued Per Year
0-5 12
5-10 15
10-15 18
15-20 21
20 plus 24

Vacation should be accrued in each payroll period in hours based on the employee’s workweek. For
example, for a 37.5 hour per week employee, a day is 7.5 hours. For a 42 hour per week employee, a
day is 8.4 hours. See Section 15 of this article for language for pro-rating leave based on average
workweek for full-time employees.

Section 7. Vacation Leave: Maximum Accumulation

Vacation leave may be accumulated without any applicable maximum until the last pay period of the
calendar year. Any employee with a balance exceeding 30 days (pro-rated according to Section 16)
shall have the excess accumulation transferred to sick leave so that only a balance of 30 days is carried
forward to January 1.

Regardless of accumulated balance if an employee separates from service, the payment for
accumulated vacation leave shall not exceed 30 days. Employees are not eligible to receive pay for
vacation time not taken.

Employees are cautioned not to retain excess accumulated vacation leave until late in the year.
Because of the necessity to keep all functions in operation, large numbers of employees cannot be
granted vacation leave at any one time. If an employee has excess leave accumulation during the latter
part of the year and is unable to take such leave because of staffing demands, the employee shall
receive no special consideration either in having vacation leave scheduled or in receiving any exception
to the maximum accumulation. Employees may not receive pay for excess vacation time.

Section 8. Vacation Leave: Manner of Taking

Employees shall be granted the use of earned vacation leave upon request in advance at those times
designated by the Department Head which will least obstruct normal operations of the County.
Department Heads are responsible for insuring that approved vacation leave does not hinder the
effectiveness of service delivery.

Section 9. Vacation Leave: Payment upon Separation

An employee who has successfully completed six months of the probationary period will normally be
paid for accumulated annual leave upon separation subject to the 30-day maximum (pro-rated
according to Section 16), provided notice is given to the supervisor at least two weeks in advance of
the effective date of resignation.

Any employee failing to give the notice required by this section shall forfeit payment for accumulated
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leave. The notice requirement may be waived by the County Manager when deemed to be in the best
interest of the County.

Regular employees who are involuntarily separated shall receive payment for accumulated vacation
leave not to exceed 30 days. At the discretion of the County Manager, employees dismissed for serious
violations of personal or criminal conduct may be determined ineligible to receive vacation pay.

Section 10. Vacation Leave: Payment upon Death

The estate of an employee who dies while employed by the County shall be entitled to payment of all
the accumulated vacation leave credited to the employee's account not to exceed the 30 days
maximum.

Section 11. Sick Leave

Sick leave with pay is not a right which an employee may demand, but a privilege granted for the benefit
of an employee when sick. Sick leave may be granted to an employee absent from work for any of the
following reasons: sickness, bodily injury, required physical or dental examinations or treatment, or
exposure to a contagious disease, when continuing work might jeopardize the health of others.

Sick leave may be used when an employee must care for a member of his or her immediate family who
is ill, but may not be used to care for healthy children when the regular caregiver is sick.

Sick leave may also be used to supplement Workers' Compensation Disability Leave during the waiting
period before Workers' Compensation benefits begin.

"Immediate family" shall be defined as spouse, parent, guardian, children, sister, brother, grandparents,
grandchildren plus the various combinations of half, step, in-law, and adopted relationships that can be
derived from those named and anyone living in the household.

Notification of the desire to take sick leave should be submitted to the employee's supervisor prior to
the leave or not later than the beginning of the scheduled shift/workday. Failure to do so appropriately
may result in disciplinary action.

Section 12. Sick Leave: Accrual Rate and Accumulation

Sick leave shall accrue at a rate of twelve days per year. Sick leave for full-time employees shall be
pro-rated as described in this Article. Limited Service employees are not eligible for sick leave.

Sick leave will be cumulative for an indefinite period of time and may be converted upon retirement for
service credit consistent with the provisions of the North Carolina Local Government Employees'
Retirement System.

All sick leave accumulated by an employee shall end and terminate without compensation when the

employee resigns or is separated from the County, except as stated above for retirement or upon
reinstatement with one year of separation after reduction in force.
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Section 13. Transfer of Sick Leave from Previous Employer

The County will accept sick leave balances when documented by a previous employer when the
employee worked for a previous employer covered by the North Carolina State or Local Government
Retirement Systems and the employee did not withdraw accumulated retirement contributions from that
employer when leaving employment.

The sick leave will be treated as though it were earned with the County and may be used as any other
accrued sick leave by the employee. The sick leave amount must be certified by the previous employer
and it is the employee’s responsibility to provide documentation from his or her previous employer within
three (3) months of employment. Transferred sick leave will be credited to the employee upon
successful completion of six months of employment.

Section 14. Sick Leave: Medical Certification

The employee’s supervisor or Department Head may require a physician's certificate stating the
existence of the employee's or immediate family member's illness and the employee's capacity to
resume duties, for each occasion on which an employee uses sick leave or whenever the supervisor
observes a "pattern of absenteeism." The employee may be required to submit to such medical
examination or inquiry as the Department Head deems desirable. The Department Head shall be
responsible for the application of this provision to the end that:

a) Employees shall not be on duty when they might endanger their health or the health of other
employees; and

b) There will be no abuse of leave privileges.

Claiming sick leave under false pretense to obtain a day off with pay shall subject the employee to
disciplinary action.

Section 15. Leave Pro-Rated

Holiday, annual, and sick leave earned by full-time employees with fewer or more hours than the basic
work week (40 hours) shall be determined by the following formula:

1) The number of hours scheduled for work per week by such employees shall be divided by the
number of hours in the basic work week (usually 40 hours). This obtains the ratio.

2) The ratio obtained in step 1 shall be multiplied by the number of hours of leave earned annually
by employees working the basic work week (40 hours).

3) The number of hours in step 2 divided by 12 shall be the number of hours of leave earned
monthly by the employees concerned; the number of hours in step 2 divided by 26 is the number
of leave hours earned biweekly, and divided by 52 would be the amount of leave earned weekly.

4) A “day” for the purposes of leave is defined as the number of hours obtained by multiplying the
ratio by 8 (the number of hours in a 40-hour week “day.)”

Section 16. Bereavement Leave

An employee may be granted up to three days at full pay in case of death in the immediate family. For
the purposes of this benefit, immediate family is defined as spouse, child, parents of employee or
spouse, grandparent, grandchild, brother or sister, or someone living in the home or in-law or step
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relations of same. Additional time or time to attend funerals of other family members may be charged
to vacation leave, compensatory time or leave without pay. Time may be requested and will be granted
based upon needs criteria such as travel time, time needed for making arrangements, etc.

Section 17. Family Medical Leave

The County will grant up to 12 weeks of family and medical leave during any rolling 12-month period
beginning on the date leave is first used to eligible employees in accordance with the Family and
Medical Leave Act of 1993 (FMLA). FMLA and Workers’” Compensation will normally run concurrently.
Eligible employees must have regular status and must have been employed at least twelve months and
worked at least 1,250 hours during the previous twelve months. The leave may be paid (coordinated
with the County's Vacation and Sick Leave policies), unpaid, or a combination of paid and unpaid.
Additional time away from the job beyond the 12-week period may be considered in accordance with
the County's Leave Without Pay policy. Employees may be required to exhaust eligible paid leave
before going on a leave without pay status.

FMLA leave may be taken for the following reasons:

(a) to care for the employee's child after birth or placement for adoption or foster care;

(b) to care for the employee's spouse, child or parent who has a serious health condition; or

(c) for a serious health condition that makes the employee unable to perform the employee's job.

A serious health condition is defined as a condition which requires inpatient care at a hospital, hospice,
or residential medical care facility, or a condition which requires continuing care by a licensed health
care provider. This policy covers illness of a serious and long-term nature resulting in recurring or
lengthy absences. Generally, a chronic or long-term health condition which results in a period of
incapacity for more than three days would be considered a serious health condition.

If a husband and wife both work for the County and each wish to take leave for the birth of a child,
adoption or placement of a child in foster care, or to care for a parent (not parent in-law) with a serious
health condition, the husband and wife together may only take a total of 12 weeks leave under FMLA.

An employee taking leave for the birth of a child may use paid sick leave for the period of actual
disability, based on medical certification. The employee shall then use all paid vacation, accrued
compensatory time and leave without pay for the remainder of the 12-week period.

“Military Exigency” is a qualifying exigency arising out of the fact that the employee’s spouse, son,
daughter, or parent is a military service member (reserve or National Guard) under a call or order to
federal active duty in support of a contingency operation. Qualifying events are:

1) deployment of service member with seven or fewer days’ notice;

2) military ceremonies and events such as family-assistance or informational programs related
to the family member’s active duty or call to active duty;

3) urgent, immediate childcare or arranging for alternative childcare for the children of service
members;

4) attending school or daycare meetings relating to the child of service member;

5) making financial or legal arrangements related to a family member’s active duty status or call
to active duty;

6) taking up to five days leave to spend with a covered military member who is on short-term
temporary rest and recuperation leave during deployment;

7) attending counseling provided by someone other than a health provider for oneself, the covered
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military member, or the child of the military member, the need for which arises from the active
duty service or call to active duty status or the covered military member; or

8) post-deployment activities for a period of ninety days after the termination of the service
member’s active duty status.

Military Caregiver Leave: An employee whose spouse, son, daughter, parent or next of kin is a current
service member who is undergoing treatment, therapy, recuperation or outpatient treatment or has
temporary disability retirement for injury or iliness sustained in the line of duty, is eligible for 26 weeks
of FMLA leave in a single 12-month period. During a single 12-month period, the employee is eligible
for a total of 26 weeks of all types of FMLA Leave combined.

The request for the use of leave must be made in writing by the employee and approved by the
Department Head or County Manager. The County may also designate qualified leave as FMLA Leave
by notifying the employee of such action.

An employee who takes leave under this policy will return to the same job or a job with equivalent status,
pay, benefits, and other employment terms. The position will be the same or one which entails
substantially equivalent skill, effort, responsibility, and authority.

Section 18. Family and Medical Leave: Medical Certification

In order to qualify for leave under this law, the County requires medical certification on a form available
on the website. This statement from the employee's or the family member's physician should include
the date when the condition began, its expected duration, diagnosis, and brief statement of treatment.
For the employee's own health condition, it should state that the employee is unable to perform the
essential functions of his/her position. For a seriously ill family member, the certification must include a
statement that the patient requires assistance and the employee's presence would be beneficial or
desirable.

This certification should be furnished at least 30 days prior to the needed leave unless the employee's
or family member's condition is a sudden one. The certification should be furnished as soon as possible
(no longer than 15 days from the date of the employee's request). The certification and request must
be made to the Department Head and filed with the Human Resources Officer.

The employee is expected to return to work at the end of the time frame stated in the medical
certification, unless he/she has requested additional time in writing under the County's Leave Without
Pay policy

Section 19. Family Medical Leave and Leave Without Pay: Retention and Continuation of
Benefits

When an employee is on leave under FMLA, the County will continue the employee's health benefits
during the leave period at the same level and under the same conditions as if the employee had
continued to work. If an employee chooses not to return to work for reasons other than a continued
serious health condition, the County will require the reimbursement of the amount paid for the
employee's health insurance premiums during the FMLA leave period.

Other insurance and payroll deductions are the responsibility of the employee and the employee must
make those payments for continued coverage of that benefit by the first of each month.

After using all paid leave for which the employee qualifies, the employee on FMLA may use Leave
without Pay for the remainder of the FMLA 12/26-week entitlement. An employee ceases to earn
holiday or leave credits on the date leave without pay begins.
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Section 20. Leave Without Pay

A full-time employee may be granted a leave of absence without pay for a period of up to six months
by the County Manager. The leave may be used for reasons of personal disability, sickness or disability
of immediate family members (FMLA), continuation of education, special work that will permit the
County to benefit by the experience gained or the work performed, or for other reasons deemed justified
by the County Manager.

The employee shall apply in writing to the County Manager for leave. The employee is obligated to
return to duty within or at the end of the time determined appropriate by the County Manager. Upon
returning to duty after being on leave without pay, the employee shall be entitled to return to the same
position held at the time leave was granted or to one of like classification, seniority, and pay.

If the employee decides not to return to work, the Department Head shall be notified immediately.
Failure to report at the expiration of a leave of absence, unless an extension has been requested and
granted, shall be considered a resignation.

An employee shall retain all unused vacation and sick leave while on Leave Without Pay. An employee
ceases to earn holiday or leave credits on the date leave without pay begins. The employee may
continue to be eligible for benefits under the County’s Group insurance plans at his or her own expense,
subject to any regulation adopted by the County Commissioners and the regulations of the insurance
carrier. If the Leave Without Pay is for a circumstance that coincides with FMLA or USERRA then the
provisions of those policies will apply.

If the County determines that the employee is unable to return to work after a period of leave and
consultation with the employee and/or medical professionals, whether or not all leave time has been
exhausted, the County may separate the employee following appropriate notification.

Section 21. Workers' Compensation Leave

An employee absent from duty because of sickness or disability covered by the North Carolina
Workers' Compensation Act may elect to use accrued sick leave, vacation, or compensatory time
during the first waiting period of seven days. If the employee elects to use accrued payments after
they begin with sick leave, vacation, or compensatory time for the initial waiting period, he/she will be
placed on leave without pay at the end of the seven days; limited service employees as well as full-
time employees who do not elect to use paid leave for the initial waiting period will be placed on leave
without pay effective with the date of injury. Once the waiting period is over, workers’ compensation
covers two thirds of regular pay. An employee may not elect to use accumulated vacation and sick
leave as a supplemental payment for the difference between his/her regular salary and the payments
received under the Worker's Compensation Act.

Any workers’ compensation disability that qualifies under the requirements of FMLA shall run
concurrently with FMLA. An employee on workers' compensation leave without pay will be permitted
to continue to be eligible for benefits under the County's Group Insurance plans during the period of
worker’s compensation leave that is concurrent with FMLA.

Other insurance and payroll deductions are the responsibility of the employee and the employee must
make those payments for continued coverage of that benefit. Any amounts owed are due and payable
by the first of the month.

An employee shall retain all unused vacation and sick leave while on Worker's Compensation Leave
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Without Pay. An employee ceases to earn holiday or leave credits on the date Worker's Compensation
Leave without Pay begins. After the period of FMLA eligibility ends, the employee may continue to be
eligible for benefits under the County's group insurance plans at his or her own expense subject to the
regulations of the insurance carrier.

The County will comply with the provisions of the Pregnant Workers Fairness Act and provide
reasonable accommodations for qualified applicants or employee who have known limitations including
physical or mental conditions related to, affected by, or arising out of pregnancy, childbirth or related
medical conditions unless the accommodation creates undue hardship for the County.

Section 22. Military and other USERRA Leave

The County will fully comply with the requirements of the 1994 Uniformed Services Employment and
Re-Employment Rights Act (USERRA) and related federal regulations.

For the purposes of USERRA covered employees are the following:

1. Armed Forces Active and Reserve (Army, Navy, Marine Corps, Air Force, Coast Guard,
Space Force)

2. Army National Guard and Air National Guard

3. FEMA'’s Disaster Assistance Teams

4. Commissioned Corps of the Public Health Service
5. Military Service Academies

6. Reserve Officer’s Training Corps (ROTC)

Employees taking leave under USERRA shall be eligible to take accumulated vacation leave, accrued
compensatory time or be placed in a leave without pay status, and the provisions of that leave shall
apply. While taking USERRA leave, the employee’s unused leave balances will be retained and any
seniority-based benefits such as leave accrual rates will continue to accrue.

Employees performing USERRA duty of more than 30 days may elect to continue the County’s health
care for up to 24 months but will be responsible for paying the insurance premiums up to 100% of the
premium costs. Employees whose USERRA duty is less than 31 days will have their health insurance
coverage paid as if they were at work with the County.

Military Training

In addition to complying with the requirements of USERRA, the County provides addition benefits for
military training. Full-time employees who are members of an Armed Forces Reserve organization or
National Guard shall be granted fifteen calendar days per year for military leave with pay. If the
compensation received while on military leave is less than the salary that would have been earned
during this same period as a County employee, the employee shall receive partial compensation equal
to the difference. The effect will be to maintain the employee's salary at the normal level during this
period.

If such duty is required beyond the fifteen calendar days, the employee shall be eligible to take

accumulated vacation leave or be placed in a leave without pay status, and the provisions of that leave
shall apply. While on military leave, seniority-based benefits such as leave accrual rates shall continue
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to accrue as if the employee was actively at work. Employees on extended military leave will remain
eligible for health benefits on a voluntary basis, at the employee’s expense for a period of 24 months.

Limited service employees will be granted time off without pay to meet their military reserve or National
Guard training obligations.

Section 23. Reinstatement Following Military Service

An employee who volunteers or is called to active duty with the United States military forces, and who
returns to work in less than five years will be returned to the same or like position he or she occupied
prior to the active duty enlistment with full seniority, status, leave accrual rates and pay as if there had
been no break in employment. A military discharge form “DD214” with an honorable discharge must
be submitted with the notification of intent to return to work.

Time limits for employees to reapply for return to work after release from military service are:
1) Less than 31 days absence - employee must report to employer by the next business day.

2) 31-180 days absence - notification to the supervisor must be submitted within 14
days.

3) More than 180 days absence - notification to the supervisor must be submitted within 90
days.

All reporting deadlines are extended for two years if the employee is injured during USERRA service.
Section 24. Civil Leave

A full-time County employee called for jury duty or as a court witness for the federal or state
governments, or a subdivision thereof, shall receive leave with pay for such duty during the required
absence without charge to accumulated leave. The employee may keep fees and travel allowances
received for jury or witness duty in addition to regular compensation; except, that employees must turn
over to the County any witness fees or travel allowance awarded by that court for court appearances in
connection with official duties. While on civil leave, benefits and leave shall accrue as though on regular
duty.

Section 25. Petty Leave

Chowan County grants 16 hrs “petty leave” that can be scheduled upon request and approval by the
supervisor and department head. This leave must be used by December 31! of each calendar year
and will not roll over to the next calendar year, nor will it be paid out upon separation from the County.
Section 26. Voluntary Shared Leave

The County Manager has the authority to create administrative procedures whereby employees may

donate vacation and/or sick leave to other employees who have major ilinesses or need leave to care
for family members with major illnesses.
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Section 27. Adverse Weather and Emergency Conditions

The County has responsibility for providing emergency services. Adequate staff are required to operate
these critical services seven days per week and 24 hours per day in all weather. The County Manager,
upon recommendation of department heads, should designate which staff are in critical positions
required to report to work regardless of weather or other hazardous conditions.

The adverse weather/hazardous conditions policy is established to be as fair as possible to all
employees applying the following principles:

a) maintain adequate staffing of emergency services at all times;

b) provide for as much safety as possible for all employees in traveling to and from work in
hazardous conditions; and

c) Not pay regular salaries to some people for not working when others are required to be at work.

In the event of an inclement weather closing, employees on previously approved leave will remain on
that leave, not inclement weather leave.

County offices and departments shall remain open for the full scheduled working day unless
authorization for closing or other deviation is received from the County Manager’s office. The County
Manager will consider the hazard of driving conditions and other relevant factors in determining whether
to close County offices. To the extent possible, all departments and offices will be given sufficient
advance notice of any authorized closing of non-critical County functions.

Employees in non-critical positions who leave work before an official early closing time, as well as
employees who report for work late or do not report for work because of hazardous conditions may use
earned vacation or compensatory leave for days or hours not worked. Employees in designated critical
positions may be subject to disciplinary action for failure to report to work as required.

All staff should utilize the Chowan Notification Phone Line (252-482-9805) to receive any updates
regarding a delay or closing.

41



ARTICLE VIIl. SEPARATION AND REINSTATEMENT
Section 1. Types of Separations

All separations of employees from positions in the service of the County shall be designated as one of
the following types and shall be accomplished in the manner indicated: resignation, reduction in force,
disability, voluntary retirement, dismissal, or death.

Section 2. Resignation

An employee may resign by submitting the reasons for resignation and the effective date in writing to
the immediate supervisor as far in advance as possible. In all instances, the minimum notice
requirement is two calendar weeks. Failure to provide minimum notice shall result in forfeit of payment
for accumulated annual leave unless the notification requirement is waived upon recommendation of
the Department Head or Human Resource Officer and approval by the County Manager.

Three consecutive days of absence without contacting the immediate supervisor or Department Head
may be considered to be a voluntary resignation. Sick leave will only be approved during the final two
weeks of a notice with a physician's certification or comparable documentation.

Section 3. Reduction in Force

In the event that a reduction in force becomes necessary, consideration shall be given to the quality of
each employee's performance, organizational needs, and seniority in determining those employees to
be retained. Employees who are separated because of a reduction in force shall be given at least two
weeks’ notice of the anticipated action. No regular employee shall be separated because of a reduction
in force while there are limited service or probationary employees serving in the same class in the
department, unless the regular employee is not willing to transfer to the position held by the limited
service or probationary employee.

Section 4. Disability

The County will comply with the Americans with Disabilities act and will make all reasonable efforts to
provide reasonable accommodation to employees who may be or become disabled. An employee who
cannot perform the essential duties of a position because of a physical or mental impairment may be
separated for disability. Action may be initiated by the employee or the County. In all cases initiated by
the employee, such action must be accompanied by medical evidence acceptable to the Department
Head, Human Resource Officer and County Manager. The County may require an examination, at the
County's expense, performed by a physician of the County's choice.

Employees who meet the requirements of the North Carolina Local Governmental Employees
Retirement System may qualify for a disability retirement. Information about this option is available
from the Human Resources Officer or the Retirement System.

Section 5. Voluntary Retirement

An employee who meets the conditions set forth under the provision of the North Carolina Local

Government Employee's Retirement System may elect to retire and receive all benefits earned under
the retirement plan.
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Section 6. Death

Separation shall be effective as of the date of death. All compensation due shall be paid to the estate
of the employee.

Section 7. Dismissal
An employee may be dismissed in accordance with the provisions and procedures of Article IX.
Section 8. Reinstatement

An employee who is separated because of a reduction in force or who resigns while in good standing
may be reinstated within one year of the date of separation, upon recommendation of Department Head
and upon approval of the County Manager. An employee who is reinstated in this manner shall be re-
credited with his or her previously accrued sick leave and shall accrue vacation at a rate that reflects
previous service with the County. If the employee retired or transferred the sick leave to another
employer, sick leave will begin at a zero balance and accrue from there.

Section 9. Rehiring

An employee who resigns while in good standing may be rehired with the approval of the appointing
authority, and shall be regarded as a new employee, subject to all of the provisions of rules and
regulations of this Policy, except as stated in Section 8 of this article. An employee in good standing
who is separated due to a reduction in force shall be given the first opportunity to be rehired in the same
or a similar position.

Section 10. Exit Process and Pay and Deductions Upon Separation of Employment

Upon separation from employment, the Human Resources Officer or designee will conduct an exit
interview, normally during the last week of employment. The exit interview will document the return of
property, reason for leaving, counseling on continuation of fringe benefits, and other information to
benefit the County and exiting employees.

The County will deduct and withhold from the final paycheck of the employee any amount owed to the
County for group insurance premiums, unreturned equipment/property, uniforms, or any other
indebtedness to the County. To the fullest extent of the law, the final paycheck will not be issued until
all indebtedness to the County has been determined and resolved.

The final paycheck generally includes payment for accumulated vacation leave (not to exceed 30 days)

and overtime pay or accrued compensatory time to which the employee is entitled, subject to deduction
for indebtedness to the County as outlined above.
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ARTICLE IX. UNSATISFACTORY JOB PERFORMANCE AND DETRIMENTAL PERSONAL
CONDUCT

Section 1. Disciplinary Action for Unsatisfactory Job Performance

A regular employee may be placed on disciplinary suspension, demoted, or dismissed for unsatisfactory
job performance, if after following the procedure outlined below, the employee's job performance is still
deemed to be unsatisfactory. The Human Resources Officer will be available to assist all parties with
the procedures in taking or responding to disciplinary actions. All cases of disciplinary suspension,
demotion, or dismissal must be approved by the County Manager or Hiring Authority prior to giving final
notice to the employee.

Section 2. Unsatisfactory Job Performance Defined

Unsatisfactory job performance includes any aspects of the employee's job which are not performed as
required to meet the standards set by the Department Head or County Manager.

Examples of unsatisfactory job performance include, but are not limited to, the following:

a) Demonstrated inefficiency, negligence, or incompetence in the performance of duties;
b) Careless, negligent or improper use of County property or equipment;

c) Physical or mental incapacity to perform duties after reasonable accommodation;

d) Discourteous treatment of the public or other employees;

e) Absence without approved leave;

f) Improper use of leave privileges;

g) Pattern of failure to report for duty at the assigned time and place;

h) Failure to complete work within time frames established in work plan or work standards;
i) Failure to meet work standards over a period of time;

j) Failure to follow the chain of command to address work-related issues or

k) Failure to maintain certifications required by the job.

Section3.  Communication and Warning Procedures Preceding Disciplinary Action for
Unsatisfactory Job Performance

When an employee's job performance is unsatisfactory, or when incidents or inappropriate actions
warrant, the supervisor should meet with the employee as soon as possible in one or more counseling
sessions to discuss specific performance problems. A brief summary of these counseling sessions
should be noted in the employee's file by the supervisor. An employee whose job performance is
unsatisfactory over a period of time should normally receive at least two documented warnings, one of
which may be in the final written warning, from the supervisor before disciplinary action resulting in
dismissal is taken by the County Manager or Hiring Authority. In each case, the supervisor should
record the dates of discussions with the employee, the performance deficiencies discussed, the
corrective actions recommended, and the time limits set.
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If the employee's performance continues to be unsatisfactory, then the supervisor should use the
following disciplinary steps:

a) A final written warning from the supervisor serving notice upon the employee that corrected
performance must take place immediately in order to avoid suspension, demotion, or dismissal.

b) If performance does not improve, a written recommendation should be sent to the Department
Head, Human Resource Officer and County Manager or Hiring Authority for disciplinary action
such as suspension, demotion, or dismissal. Suspension and/or demotion are not required
steps prior to dismissal.

Disciplinary suspensions are for the purpose of communicating the seriousness of the performance
deficiency, not for the purpose of punishment, and should not generally exceed three days (24 hours)
for nonexempt employees. Suspensions for exempt employees shall be for one full work week in
accordance with FLSA requirements to maintain exempt status. Under FLSA suspensions of less than
a week are authorized for major safety violations or infractions of workplace conduct rules (detrimental
personal conduct).

Demotions are appropriate when an employee has demonstrated inability to perform successfully in the
current job, but shows promise and commitment to performing successfully in a lower level job. If no
other options are available, dismissal is appropriate.
If after suspension or demotion, the employee’s performance does not reach an acceptable level, the
employee may be dismissed. Dismissals are appropriate when the employee has shown he/she is
unwilling or unable to perform work in a manner that meets the work and conduct standards of the
County.
Section 4. Disciplinary Action for Detrimental Personal Conduct
Normally, the Department Head or County Manager would place the employee on non-disciplinary
suspension prior to making a disciplinary determination to allow time to gather facts regarding the
detrimental personal conduct and make a determination regarding the severity of the conduct.
With the recommendation of the Human Resources Officer and approval of the County Manager or
Hiring Authority, an employee may be placed on disciplinary suspension, demoted, or dismissed without
prior warning for causes relating to personal conduct detrimental to County service in order to

a) avoid undue disruption of work;

b) to protect the safety of persons or property; or

c) for other serious reasons.
Section 5. Detrimental Personal Conduct Defined
Detrimental personal conduct includes behavior of such a serious detrimental nature that the functioning
of the County may be or has been impaired; the safety of persons or property may be or have been
threatened; or the laws of the government may be or have been violated.
Examples of detrimental personal conduct include, but are not limited to, the following:

a) Fraud or theft;
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b) Conviction of a felony or the entry of a plea of nolo contendere thereto;

c) Falsification of records for personal profit, to grant special privileges, or to obtain employment;

d) Willful misuse or gross negligence in the handling of County funds or personal use of equipment
or supplies;

e) Willful or wanton damage or destruction to property;

f) Willful or wanton acts that endanger the lives and property of others;

g) Possession of unauthorized firearms or other lethal weapons on the job;

h) Brutality in the performance of duties;

i) Reporting to work under the influence of alcohol or drugs or partaking of such while on duty.
Prescribed medication may be taken within the limits set by a physician as long as medically
necessary;

j) Engaging in incompatible employment or serving a conflicting interest;

k) Request or acceptance of gifts in exchange for favors or influence;

)] Engaging in political activity prohibited by this Policy;

m) Harassment of an employee and/or the public on the basis of sex or any other protected class
status; or

n) Harassment of an employee or the public with threatening or obscene language and/or gestures
or any incident of workplace violence

0) Stated refusal to perform assigned duties or flagrant violation of work rules and regulations, or
serious malfeasance of work.

Section 6. Pre-Dismissal Conference

Before dismissal action is taken, whether for detrimental personal conduct or unsatisfactory job
performance of duties, the County Manager or Hiring Authority, the Human Resource Officer or a
Department Head will conduct a pre-dismissal conference. At this conference, the employee may
present any response to the proposed dismissal to the County Manager or Hiring Authority, Human
Resource Officer or Department Head. The County Manager or Hiring Authority, Human Resource
Officer or Department Head will consider the employee's response, if any, to the proposed dismissal,
and will, within three working days following the pre-dismissal conference, notify the employee in writing
of the final decision. If the employee is dismissed, the notice shall contain a statement of the reasons
for the action and the employee's appeal rights under the County's grievance procedure.

Section 7. Investigatory Leave

During the investigation, hearing, or trial of an employee on any criminal charge, or during an
investigation related to alleged detrimental personal conduct, or during the course of any civil action
involving an employee, when suspension would, in the opinion of the supervisor, be in the best interest
of the County, the County Manager, Department Head or supervisor may suspend the employee for
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part or all of the duration of the proceedings as a non-disciplinary action. In such cases, the County
may:

a) Temporarily relieve the employee of all duties and responsibilities and place the employee on
paid or unpaid leave for the duration of the suspension, or

b) Assign the employee new duties and responsibilities and allow the employee to receive such
compensation as is in keeping with the new duties and responsibilities.

If the employee is reinstated following the suspension such employee shall not lose any compensation
or benefits to which otherwise the employee would have been entitled had the suspension not occurred.
If the employee is terminated following suspension, the employee shall not be eligible for any pay from
the date of suspension; provided, however, all other benefits with the exception of accrued annual leave
and sick leave shall be maintained during the period of suspension.

Section 8. Name Clearing Hearing

Following the County’s decision to dismiss or demote an employee, including a probationary employee,
the employee shall be afforded an opportunity for a name-clearing hearing. The employee must request
the hearing within a time frame established by the County. If requested by the employee, a time and
date for the hearing will be established such that the hearing takes place prior to the release of any
negative or stigmatizing information about the employee that could inhibit future employment. The
employee may invite anyone the employee wishes to invite (including the media) to the hearing. At this
name-clearing hearing, the employee may present any response to information that the employee
believes to be false and/or stigmatizing to the employee's reputation with respect to his or her work
performance or the reasons for the dismissal or demotion.

Any written comments submitted by the demoted or dismissed employee will be placed in the
employee’s personnel file, and a copy will be provided to anyone who requests the termination letter on
that employee. In lieu of actually attending the hearing, the employee may submit written comments
and they will be placed in the file just as if the employee had presented them at the scheduled hearing. If
the employee speaks at the hearing but does not provide written comments, the person conducting the
hearing shall take notes and place a copy of the notes in the employee’s personnel file, and a copy will
be provided to anyone who requests the termination letter on that employee. There is no requirement
for the County or the hearing officer to respond in any way to the comments of the demoted or dismissed
employee at the hearing. The name clearing hearing is not a substitute for, or a second opportunity for,
a pre-termination hearing at which the employee may contest the proposed disciplinary
action. Information presented at the name clearing hearing will not be used by the County to reconsider
the disciplinary action.
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ARTICLE X. GRIEVANCE PROCEDURE AND ADVERSE ACTION APPEAL
Section 1. Policy

It is the policy of the County to provide a just and prompt procedure for the presentation, consideration,
and disposition of employee grievances. The purpose of this article is to outline the procedure and to
assure all employees that a response to their complaints and grievances will be prompt and fair. The
Human Resources Officer will be available to assist all parties in all departments with the procedures
during the grievance process.

Employees utilizing the grievance procedures shall not be subjected to retaliation or any form of
harassment from supervisors or employees for exercising their rights under this Policy. Supervisors or
other employees who violate this policy shall be subject to disciplinary action up to and including
dismissal from County service.

Section 2. Grievance Defined

A grievance is a claim or complaint by an employee 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. Former employees may
appeal their termination from County employment within required time frames.

Section 3. Purposes of the Grievance Procedure

The purposes of the grievance procedure include, but are not limited to:

1) Providing employees with a procedure by which their complaints can be considered promptly,
fairly, and without reprisal;

2) Encouraging employees to express themselves about the conditions of work which affect them
as employees;

3) Promoting better understanding of policies, practices, and procedures which affect employees;

4) Increasing employees' confidence that personnel actions taken are in accordance with
established, fair, and uniform policies and procedures; and

5) Increasing the sense of responsibility exercised by supervisors in dealing with their employees.
6) Encouraging conflicts to be resolved between employees and supervisors who must maintain
an effective future working relationship, and therefore, encouraging conflicts to be resolved at

the lowest level possible in the chain of command; and

7) Creating a work environment free of continuing conflicts, disagreements, and negative feelings
about the County or its leaders, thus freeing up employee motivation, productivity, and creativity.

48



Section 4. Grievance Procedure

A grievance may be filed by an employee for the following reasons: A written warning, suspension,
dismissal or an involuntary reduction in pay, rank or status. For purposes of this chapter, position
classifications, reductions in force, failure to receive a performance increase, nonadoption of
suggestions and similar matters within the sole discretion of management are not normally reviewable
by a grievance proceeding. Additionally, a grievance is not available to challenge or complain about
benefit plans, departmental organization, or conditions of employment the employee accepts by
accepting employment with the County.

When an employee or group of employees has a grievance that is covered by this policy, the following
successive steps are to be taken unless otherwise provided. The number of calendar days indicated
for each step should be considered the maximum, unless otherwise provided, and every effort should
be made to expedite the process. However, the time limits set forth may be extended by mutual
consent. The last step initiated by an employee shall be considered to be the step at which the
grievance is resolved. A decision to rescind a disciplinary suspension, demotion or dismissal must be
approved by the Department Head or County Manager or Appointing Authority before the decision
becomes effective.

Any employee may pursue a grievance based on unlawful harassment or discrimination. Only regular
employees — i.e. those who are not temporary or serving an initial probationary period - may pursue a
grievance or adverse action appeal on any other basis.

Informal Resolution. Prior to the submission of a formal grievance, the employee and supervisor
should meet to discuss the problem and seek to resolve it informally. Either the employee or the
supervisor may involve the Human Resources Office as a resource to help resolve the grievance.

In some instances, if both parties agree, and with the approval of the County Manager, the parties
may request mediation assistance from a neutral party to assist in identifying mutually agreeable
solutions or understandings. Mediators are typically volunteers or professionals with conflict resolution
skills. Mediation may be used at any step in the process if agreed to by the parties and with the
approval of the County Manager or Hiring Authority.

Step 1. If no resolution to the grievance is reached informally, the employee who wishes to pursue a
grievance shall present the grievance to the supervisor in writing. The grievance must be presented
within fifteen calendar days of the event or within fifteen calendar days of learning of the event or
condition. The supervisor shall respond to the grievance within ten calendar days after receipt of the
grievance. The supervisor should, and is encouraged to, consult with any employee of the County in
order to reach a correct, impartial, fair and equitable determination or decision concerning the
grievance. Any employee consulted by the supervisor is required to cooperate to the fullest extent
possible.

The response provided at each step in the formal grievance process shall be in writing and signed
and dated by the supervisor. In addition, the employee shall sign a copy to acknowledge receipt
thereof. The responder at each step shall send copies of the grievance and response to the Human
Resources Officer.

Step 2. If the grievance is not resolved to the satisfaction of the employee by the supervisor, the
employee may appeal, in writing, to the Department Head within ten calendar days after receipt of the
response from Step 1. The Department Head shall respond to the appeal, stating the determination of
decision within ten calendar days after receipt of the appeal.

Step 3. (For general County employees only) If the grievance is not resolved to the satisfaction of
the employee by the Department Head, the employee may appeal, in writing, to the County Manager
or Hiring Authority within ten calendar days after receipt of the response from Step 2. The County
Manager or Hiring Authority shall respond to the appeal, stating the determination of decision within
ten calendar days after receipt of the appeal. The County Manager's or Hiring Authority's decision is
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final. However, the County Manager should inform the County Board of Commissioners of any
possible legal actions.

Special Note: The Sheriff and Register of Deeds, will carry out the responsibilities designated as the
County Manager in their respective departments.

Step 4. (For employees only in the Social Services Department) If the grievance is not resolved to
the satisfaction of the employee by the Department Head, the employee may appeal the decision

by following the procedures of the State Human Resources Act and Ch. 126 of the North Carolina
General Statutes. Such an appeal must be filed within thirty calendar days of the receipt of the
Department Head's decision.

The County Manager's or Hiring Authority's decision regarding the disposition of the grievance shall
be the final. The County Manager will notify the Board of Commissioners of any impending legal
action.

Section 5. Role of the Human Resources Officer

Throughout the grievance procedure, the roles of the Human Resources Officer shall be as follows:
a) To advise parties (including employee, supervisors, and County Manager) of their rights and
responsibilities under this policy, including interpreting the grievance and other policies for
consistency of application;

b) To be a clearinghouse for information and decisions in the matter including maintaining files of all
grievance documents.

c) To give notices to parties concerning timetables of the process, etc.;
d) To assist employees and supervisors in drafting statements; and

e) To facilitate the resolution of conflicts in the procedures or of the grievance at any step in the
process; and

f) To help locate mediation or other resources as needed.

The Human Resources Officer shall also determine whether or not additional time shall be allowed to
either side in unusual circumstances if the parties cannot agree upon extensions when needed or
indicated.

Section 6. Grievance and Adverse Action Appeal Procedure for Discrimination

When any employee, former employee, or applicant believes that any employment action
discriminates illegally (i.e. is based on age, sex, race, color, national origin, religion, creed, political
affiliation, or disability, veteran status, or genetic information),) he or she has the right to appeal such
action using the grievance procedure outlined in this policy. While such persons are encouraged to
use the grievance procedure, they shall have the right to appeal from actions or decisions they
contend constitute unlawful discrimination directly to the Human Resource Officer and the County
Manager.

Employment actions subject to appeal because of discrimination include promotion, training,
classification, pay, disciplinary action, transfer, layoff, failure to hire, or termination of employment. An
employee or applicant should appeal an alleged act of discrimination within thirty calendar days of the
alleged discriminatory action.
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ARTICLE Xl. PERSONNEL RECORDS AND REPORTS

Section 1. Public Information

In compliance with GS 153A-98, the following information with respect to each County employee is
a matter of public record:

1)
2)
3)

4)

5)

9)

10)

11)

name;
age;
date of original employment or appointment to the service;

the terms of any contract by which the employee is employed whether written or oral, past and
current, to the extent that the County has the written contract or a record of the oral contract in
its possession;

current position title; current salary; date and amount of the most each increase or decrease in
salary with the County;

date of the most recent promotion, demotion, transfer, suspension, separation, or other change
in position classification with the County;

date and general description of the reasons for each promotion with the County;

date and type of each dismissal, suspension, or demotion for disciplinary reasons taken by the
County. If the disciplinary action was a dismissal, a copy of the written notice of the final decision
of the County setting forth the specific acts or omissions that are the basis of the dismissal; and

the office to which the employee is currently assigned. Any person may have access to this
information for the purpose of inspection, examination, and copying, during regular business
hours, subject only to such rules and regulations for the safekeeping of public records as the
County may adopt. An individual examining a personnel record may copy the information. The
cost of photocopying may be assessed to the individual who requests the copies.

For the purposes of this subsection, the term “salary” includes pay, benefits, incentives, bonuses,
deferred and all other forms of compensation paid by the County.

A record will be maintained of all disclosures of personnel records, except for authorized personnel
processing personnel actions or supervisors in the line of authority of the employee. Upon request, the
records of disclosure will be made available to the employee to whom it pertains.

Section 2. Access to Confidential Records

All information contained in a County employee's personnel file, other than the information mentioned
above is confidential and shall be open to inspection only in the following instances:

a)

The employee or his/her duly authorized agent may examine all portions of his/her personnel
file except letters of reference solicited prior to employment and information concerning a
medical disability, mental or physical, that a prudent physician would not divulge to the patient.
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b) A licensed physician designated in writing by the employee may examine the employee's
medical record.

c) A County employee having supervisory authority over the employee may examine all material
in the employee's personnel file.

d) By order of a court of competent jurisdiction, any person may examine all material in the
employee's personnel file.

e) An official of an agency of the State or Federal Government, or any political subdivision of the
State, may inspect any portion of a personnel file when such inspection is deemed by the County
Manager to be necessary and essential to the pursuit of a proper function of the inspecting
agency, but no information shall be divulged for the purpose of assisting in a criminal prosecution
of the employee, or for the purpose of assisting in an investigation of the employee's tax liability.

However, the official having custody of the personnel records may release the name, address,
and telephone number from a personnel file for the purpose of assisting in a criminal
investigation.

f) An employee may sign a written release to be placed in his/her personnel file that permits the
record custodian to provide, either in person, by telephone, or by mail, information specified in
the release to prospective employers, educational institutions, or other persons specified in the
release.

g) The County Manager, with the concurrence of the County Board, may inform any person of the
employment, non-employment, promotion, demotion, suspension or other disciplinary action,
reinstatement, transfer, or termination of a County employee, and the reasons for that action.
Before releasing that information, the County Manager shall determine that the release is
essential to maintaining the level and quality of County services. The written determination shall
be retained in the County Manager's office, is a record for public inspection, and shall become
a part of the employee's personnel file.

Section 3. Personnel Actions

The Human Resources Officer, with the approval of the County Manager, will prescribe necessary forms
and reports for all personnel actions and will retain records necessary for the proper administration of
the personnel system. The official personnel files are those which are maintained by the Human
Resources Office. These files shall contain documents such as employment applications and related
materials, records of personnel actions, documentation of employee warnings, disciplinary actions,
performance evaluations, retirement and insurance records, letters of recommendation, and other
personnel-related documents. Any documents not contained in these files or maintained as designated
by the Human Resources Officer are not an official part of the personnel file.

Section 4. Records of Former Employees

The provisions for access to records apply to former employees as they apply to present employees.
Section 5. Remedies of Employees Objecting to Material in File

An employee who objects to material in his/her file may place a statement in the file relating to the

material considered to be inaccurate or misleading. In accordance with established grievance
procedures, the employee may seek to have a record of upheld grievances relating to personnel records
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placed in the file and/or may seek removal of material in the file contingent upon approval of the North
Carolina Department of Cultural Resources.

Section 6. Penalties for Permitting Access to Confidential Records

Section 153A-98 of the General Statues provides that any public official or employee who knowingly
and willfully permits any person to have access to any confidential information contained in an employee
personnel file, except as expressly authorized by the designated custodian, is guilty of a misdemeanor
and upon conviction shall be fined in an amount consistent with the General Statutes.

Section 7. Examining and/or Copying Confidential Material without Authorization

Section 153A-98 of the General Statutes of North Carolina provides that any person, not specifically
authorized to have access to a personnel file designated as confidential, who shall knowingly and
willfully examine in its official filing place, remove or copy any portion of a confidential personnel file
shall be guilty of a misdemeanor and upon conviction shall be fined consistent with the General Statutes.

Section 8. Destruction of Records Regulated

No public official may destroy, sell, loan, or otherwise dispose of any public record, except in accordance
with GS 121.5 (b), without the consent of the State Department of Cultural Resources. Whoever
unlawfully removes a public record from the office where it is usually kept, or whoever, alters, defaces,
mutilates or destroys it will be guilty of a misdemeanor and upon conviction will be fined in an amount
provided in Chapter 132.3 of the General Statutes.
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ARTICLE XIl. IMPLEMENTATION OF POLICIES
Section 1. Conflicting Policies Repealed

All policies, ordinances, or resolutions that conflict with the provisions of these policies are hereby
repealed.

Section 2. Separability

If any provision of these policies or any rule, regulation, or order thereunder of the application of such
provision to any person or circumstances is held invalid, the remainder of these policies and the
application of such remaining provisions of these policies of such rules, regulations, or orders to persons
or circumstances other than those held invalid will not be affected thereby.

Section 3. Effective Date
These policies shall become effective on a date approved by the County Board of Commissioners.
Section 4. Amendments

This policy may be amended by action of the Board of Commissioners and by resolution appropriately
approved. Notice of any suggested amendment to the policy, or any portion thereof, shall be provided
to employees and opportunities for employee comment and reaction shall be made available prior to
the amendments going to the Commissioners for action. Proposed amendments should be provided to
employees on line, posted on County websites and bulletin boards in all employee work locations and/or
in employee newsletters. Any revisions or amendments adopted in conformance with this procedure
shall become effective as of the date of such adoption.

54



CHOWAN COUNTY, NORTH CAROLINA

P.O. Box 1030
Edenton, NC 27932
(252) 482-8431
(252) 482-4925 fax

September 18, 2026
US Department of Commerce
Economic Development Administration

[Digital Submission]

Subject: EDA PWEAA Application, Town of Hertford
Dear EDA,

As the County Manager of Chowan County, | am writing to express Chowan’s support for the Town of
Hertford’s application to the Public Works and Economic Adjustment Assistance Programs (PWEAA) for
enhancing critical infrastructure to support regional employment and economic growth. Specifically, it is
the County’s understanding that Hertford is proposing the “Marine Industrial Park Electrical Substation”
(MIPES) project that would enable construction of a second electrical substation necessary for this small,
rural community to support industrial growth.

The Town of Hertford and Perquimans County are Chowan’s “next-door neighbors,” located
approximately 14 miles to the northeast along US 17. Our communities are members and partners in
many different regional endeavors. Notably, we are served by the same Regional Council of Government
/ Rural Planning Organization, which encompasses regional workforce development and transportation
planning, including a shared Comprehensive Regional Economic Development Strategy. This strategy
speaks to our many shared and similar needs. Foremost among these needs is high-wage job creation
that allows our residents to work, live, and spend money closer to home. In this continuing effort, we
recognize that collaboration is vital, especially since Northeastern North Carolina is often overlooked for
large urban areas.

Hertford has advised the County that constructing a second electrical substation is essential to the
Town'’s ability to support industrial growth and create jobs for our region. The Town’s jurisdiction and
electrical service area include the Perquimans County Marine Industrial Park, where MiTek, a major
manufacturer, proposes to establish itself as an anchor tenant.

MiTek manufactures metal truss plates fasteners for roof trusses and now operates a facility in Edenton
at 104 Midway Drive. It is Chowan's understanding that MiTek is seeking to relocate and expand
because its evolving needs no longer align with the county's available industrial sites. There was a
significant risk that the company may have departed northeastern North Carolina, dealing a significant
blow to our regional economy. While our first preference is for businesses to stay in Chowan, we are



thankful that the company has found an acceptable site nearby. By moving just a short drive eastward,
MiTek may continue to gainfully employ Chowan residents and other northeastern North Carolinians, as
well as catalyze economic activity throughout the region.

Therefore, the County is pleased to endorse the Town of Hertford's request for EDA funding for a new
electrical substation necessary to serve MiTek and the Perquimans County Marine Industrial Park.
MiTek’s commitment is to invest $45 million in its new facility while retaining 80 jobs and creating 10
more. This level of investment and employment would greatly benefit our region, including through
indirect and induced economic impacts.

We wish Hertford and Perquimans success in this endeavor, and we hope our communities continue to
have fruitful partnerships for many years to come.

Thank you,

Kevin Howard, County Manager



Chowan County

MANAGEMENT BUDGET AMENDMENT

To: FYI - Board of County Commissioners MBA #: 2026-076
From: Cathy Smith, Finance Officer
Date: June 30, 2026

RE: Budget Clean-up FY 06/30/26

Please authorize the finance officer to amend the 2026 budget as follows:

Account Number Account Description Revenue || Expense
(Inc+/Dec-) (Inc+/Dec-)

DF Walker

36-3990-990-00 Fund Balance 20,251.82

36-8100-351-00 Repairs & Maintenance 20,251.82
School C/0

40-3990-990-00 Fund Balance 2,682.00

40-5913-993-00 Design. Future Appropriations 2,682.00
Solid Waste

62-3990-990-00 Fund Balance 26,875.00

62-4710-690-00 Cont to Regional Authority 26,875.00

Balanced 49,808.82 49,808.82

Justification:

Budget Clean-up FY 06/30/26

Approval Date:

Bd. Clerk's Init:

Initials:

Batch #:

Date:




Chowan County

MANAGEMENT BUDGET AMENDMENT

To: TDA Board MBA #: 2027-012
FYI - Board of County Commissioners

From: Erienne Mizell, TDA Director
Cathy Smith, Finance Officer

Date: September 14, 2026

RE: TDA - Public Relations Firm

Please authorize the finance officer to amend the 2027 budget for TDA as follows:

Account Number Account Description Revenue || Expense
(Inc+/Dec-) (Inc+/Dec-)
TDA
51-3990-990-00 Fund Balance Appropriated 3,103.00
51-8150-440-03 Contract Services - PR Firm 4,800.00
51-8150-993-00 Designated Future Appropriations (1,697.00)
Balanced 3,103.00 3,103.00

Justification:

To amend the 2027 budget for TDA to include price increase for PR Firm. Annual cost
from new PR firm wasn't finalized until after the 2027 budget was adopted.

Approval Date:

Bd. Clerk's Init:

Initials:

Batch #:

Date:




Chowan County

Preliminary Revenue/Expenditure Summary

General Fund

Year-to-Date through 06/30/26

%

Actual + Adjusted Available Budget Prior Year
Encumbrances Budget Budget Met Actual YTD
Ad Valorem Taxes
Tax Penalty & Interest 88,381 100,000 11,619 88% 116,941
Prior Year - R&P 215,468 150,000 (65,468) 144% 163,410
Current Year Levy - R&P 15,148,782 15,049,769 (99,013) 101% 12,366,577
Prior Year - MV 154 - (154) 100% 317
Current Year Levy - MV 1,609,946 1,394,865 (215,081) 115% 1,463,323
Total Ad Valorem Taxes 17,062,730 16,694,634 (368,096) 102% 14,110,568
Sales Tax
Article 39 Sales Tax 1,941,847 2,142,850 201,003 91% 1,921,364
Article 40 Sales Tax 1,036,690 1,059,833 23,143 98% 1,009,384
Article 42 Sales Tax 236,225 312,800 76,575 76% 242,633
Article 44 Sales Tax 351,203 348,490 (2,713) 101% 338,415
Total Sales Tax 3,565,965 3,863,973 298,008 92% 3,511,796
Other Taxes 38,395 151,638 113,243 25% 45,157
Permits & Fees 627,562 581,031 (46,532) 108% 484,920
Departmental 1,523,135 1,392,876 (130,259) 109% 1,389,754
Miscellaneous 1,800,656 1,809,407 8,751 100% 1,900,177
Fund Balance Appropriations - 1,548,543 1,548,543 0% -
Total General Fund Revenue 24,618,443 26,042,101 1,423,658 95% 21,442,373
Expenditures
Education Expenses 6,475,495 6,704,275 228,780 97% 5,240,483
Governmental Expenses 3,793,456 4,140,391 346,934 92% 3,581,736
Human Services Expenses 1,936,040 2,504,283 568,242 77% 1,681,062
Other Expenses 2,621,402 2,792,950 171,547 94% 851,074
Public Safety Expenses 5,813,934 6,367,355 553,421 91% 5,904,531
Transfer to Social Services 1,159,133 1,501,427 342,294 77% 1,145,315
Transfer to Re-Val 105,197 105,197 - 100% 95,150
Transfer to Debt Service 369,849 369,849 - 100% 372,830
Transfer to Capital Projects 31,168 31,168 - 100% -
Transfer to EMS 846,609 1,525,206 678,597 56% 1,026,239
Total General Fund Expenditures 23,152,285 26,042,101 2,889,816 89% 19,898,419
Net General Fund (11) 1,466,158 - 1,543,953



Chowan County

Preliminary Revenue / Expenditure Summary by Fund
Year-to-Date through 06/30/26

Actual + Adjusted % Budget
Encumbrances Budget Met
GOVERNMENTAL FUNDS:
General Fund (Fund 11, 12)
Revenues 26,772,311 28,669,712 93%
Expenditures 25,306,153 28,669,712 88%
Net General Fund 1,466,158 -
Revaluation Fund (Fund 25)
Revenues 107,498 229,211 47%
Expenditures 229,211 229,211 100%
Net Revaluation Fund (121,713) -
Debt Service Fund (30)
Transfers In 1,127,113 1,302,113 87%
Expenditures 719,849 1,302,113 55%
Net Debt Service Fund 407,264 -
Capital Project Fund (32)
Revenues 294,741 773,033 38%
Expenditures 294,741 773,033 38%
Net Capital Project Fund - -
Capital Reserve Fund (33)
Revenues 832,319 1,320,326 63%
Expenditures 438,043 1,320,326 33%
Net Capital Reserve Fund 394,275 -
DF Walker Renovation Fund (36)
Revenues - 20,252 0%
Expenditures 20,252 20,252 100%
Net DF Walker Renovation Fund (20,252) -
School Capital Reserve Fund (40 and 42)
Revenues 1,340,490 1,390,320 96%
Expenditures 1,343,171 1,390,320 97%
Net School Capital Reserve Fund (2,681) -



Chowan County
Preliminary Revenue / Expenditure Summary by Fund
Year-to-Date through 06/30/26

Actual + Adjusted % Budget
Encumbrances Budget Met
JAHHS Replacement Fund (45)
Revenues 5,561,366 40,049,923 14%
Expenditures 34,408,179 40,049,923 86%
Net JAHHS Replacement Fund (28,846,813) -
Lottery Proceeds Fund (49)
Revenues 104,351 120,000 87%
Expenditures 104,351 120,000 87%
Net Lottery Fund - -
SPECIAL REVENUE FUNDS:
Fire Districts Fund (23)
Revenues 1,344,644 1,397,423 96%
Expenditures 1,331,404 1,397,423 95%
Net Fire Districts Fund 13,241 -
E-911 Fund (24)
Revenues 239,113 389,449 61%
Expenditures 347,612 389,449 89%
Net E-911 Fund (108,499) -
ARPA Fund (27)
Revenues 9,635 218,809 4%
Expenditures 170,953 218,809 78%
Net ARPA Fund (161,318) -
Opoid Settlement Fund (28)
Revenues 128,305 30,000 428%
Expenditures - 30,000 0%
Net Opoid Settlement Fund 128,305 -
|ENTERPRISE FUNDS: |
Water Dev. Capital Reserve (22)
Revenues 30,859 - 100%
Expenditures - - 0%

Net Water Dev Capital Reserve 30,859 -



Chowan County

Preliminary Revenue / Expenditure Summary by Fund
Year-to-Date through 06/30/26

Actual + Adjusted % Budget
Encumbrances Budget Met
Capital Water - RO Plant (34)
Revenues 183,345 62,000,000 0%
Expenditures - 62,000,000 0%
Net Capital Water Fund 183,345 -
EMS Fund (60)
Revenues 2,380,392 3,014,311 79%
Expenditures 2,536,160 3,014,311 84%
Net EMS Fund (155,768) -
Water Fund (61)
Revenues 1,755,485 2,212,895 79%
Expenditures 1,838,428 2,212,895 83%
Net Water Fund (82,944) -
Solid Waste Fund (62)
Revenues 1,551,643 1,670,263 93%
Expenditures 1,643,388 1,670,263 98%

Net Solid Waste Fund (91,745)




Chowan County
Cash and Investment Summary

6/30/2026
Increase /
5/31/2026 6/30/2026 (Decrease)
Cash Accounts
Petty Cash - General Fund 250 250 -
Petty Cash - Water Department 150 150 -
Cash on Deposit - Southern Bank 140,589 718,605 578,016
Total Cash Accounts 140,989 719,005 578,016
Investment Accounts
Investment - BB&T 505,025 505,045 21
Investment - BB&T - Project Fund DF Walker 269,301 269,303 2
Investment - NCCMT Portfolio 10,435,705 10,466,195 30,489
Investment - NCCMT Portfolio / School QZAB 466,320 467,683 1,362
Investment - PNC Money Market - 8893 105,571 105,662 91
Investment - Southern Bank - Certificate of Deposit 3,428,246 3,438,159 9,913
Investment - Southern Bank - Money Market 9,210,612 8,075,558 (1,135,054)
Investment - Southern Bank - SunEnergy 108,000 108,000 -
Investment - Southern Bank - SunEnergy 100,000 100,000 -
NCCMT Term Portfolio 729,338 731,469 2,131
Investment - PNC Money Market - 0624 (Loan Proceeds - JAHHS) 8,032,530 5,841,964 (2,190,566)
Total Investment Accounts 33,390,648 30,109,037 (3,281,610)
Total Cash & Investments 33,531,637 30,828,042 (2,703,595)

*Note - Total Cash/Investments decreased $513,028 excluding JAHHS Project Fund.



Sales Tax Revenue Analysis 2026

Art. 39 Art. 40 Art. 42 Art. 44 Art. 44 *524 Art. 39 - Fire Art. 40 Art. 42
Date Rec'd For Period 11-3230-310-00 11-3232-310-00 11-3233-310-00 11-3234-310-00 11-3234-310-01 23-3230-310-00 40-3232-330-00 40-3233-330-00 Total
9/12/2025 7/31/2025 180,546 92,524 23,865 - 29,204 7,523 39,653 79,307 452,622
10/14/2025 8/31/2025 164,222 88,486 18,677 - 29,204 6,843 37,922 75,845 421,199
11/14/2025 9/30/2025 158,176 86,729 16,425 - 29,204 6,591 37,170 74,339 408,634
12/12/2025 10/31/2025 133,753 83,803 6,444 - 29,204 5,573 35,916 71,831 366,524
1/14/2026  11/30/2025 172,250 85,377 24,560 - 29,204 7,177 36,590 73,180 428,338
2/17/2026  12/31/2025 166,017 87,792 19,491 - 29,206 6,917 37,625 75,251 422,300
3/16/2026 1/31/2026 182,255 93,409 23,380 - 29,206 7,594 40,033 80,065 455,942
4/14/2026  2/28/2026 76,135 74,087 - - 29,206 3,172 31,752 47,891 262,243
5/14/2026  3/31/2026 138,133 74,843 14,795 - 29,206 5,756 32,076 64,151 358,961
6/15/2026  4/30/2026 153,105 92,777 10,002 - 29,206 6,379 39,762 79,523 410,755
7/15/2026  5/31/2026 186,752 87,194 30,324 - 29,206 7,781 37,369 74,737 453,363
8/15/2026 6/30/2026 230,505 89,669 48,262 - 29,944 9,604 38,429 76,859 523,271
Sales Tax Rev YTD 1,941,847 1,036,690 236,225 - 351,203 80,910 444,296 872,980 4,964,151
Prior Year Rev YTD 1,921,364 1,009,384 242,633 - 338,415 80,057 432,593 860,433 4,884,879
Over/(Under) Prior Year ($) 20,484 27,306 (6,408) - 12,787 853 11,703 12,547 79,272
Over/(Under) Prior Year (%) 1% 3% -3% 0% 4% 1% 3% 1% 2%
Budget 2026 2,142,850 1,059,833 312,800 - 348,490 89,285 454,212 908,426 5,315,896
Over/(Under) Budget (S) (201,003) (23,143) (76,575) - 2,713 (8,375) (9,916) (35,446) (351,745)
Over/(Under) Budget (%) -9% -2% -24% 0% 1% -9% -2% -4% -7%
FYE 06/30/26
Projected Budget Variance $ Variance %

General Fund 3,565,965 3,863,973 (298,008) -8%

Fire Districts 80,910 89,285 (8,375) -9%

School Capital 1,317,276 1,362,638 (45,362) -3%

Total Sales Tax 4,964,151 5,315,896 (351,745) -7%






