
AGENDA
Andy Nickelston, Chairman
Jimmy Walker, Vice Chairman
Ronnie Mendenhall,  Commissioner
Rick Morris, Commissioner
Jamie Yontz, Commissioner
 
 

REGULAR MEETING OF THE BOARD OF COUNTY COMMISSIONERS
Monday, July 22, 2019
1014 MAIN STREET
DANBURY, NC 27016

6:00 PM

Call to Order

Invocation

Pledge of Allegiance

I. Approval of the Agenda

II. Comments - Managers/Commissioners

III. Public Comments

IV. Consent Agenda

a. Minutes
b. Budget Amendments
c. Tax Administration - Monthly Report
d. Tax Administration - Fiscal Year End
e. Capital Project Ordinances

V. Information Agenda

a. Register Of Deeds - 4th Quarter Report

VI. Discussion Agenda

a. LifeBrite Hospital
b. RFQ Draft - Meadows Water
c. Purchase Agreement
d. Appointments - Stokes County Voluntary Agricultural District Advisory

Board



e. DSS Board/Board of Health - Organizational Structure

VII. Action Agenda

a. Salary Study Proposals
b. YMCA Recreation Contract
c. Resolution for Storage/Maintenance Building
d. Resolution for Walnut Cove EMS Station
e. Resolution for Walnut Cove Solid Waste Transfer Station
f. Stokes County Health Department Lab Fee Changes
g. Tobacco Sign - Reagan Building
h. Stokes County Health Department - Adjudication Policy
i. Stokes County Health Department -Overall Operations Policy

VIII. Adjournment
*Anyone with a disability(is) who needs an accommodation to participate in this meeting is
requested to inform us 48 hours prior to the scheduled time of the affected group meeting

*Attachments may be delivered before or at the time of the meeting
*Times may vary due to times preset for agenda items



Board of County Commissioners
July 22, 2019

6:00 PM

Item number: IV.a.

Minutes

Contact: Shannon Shaver

Summary: 
Regular Meeting Minutes - July 8, 2019

ATTACHMENTS:
Description Upload Date Type
Minutes- Regular Meeting July 8, 2019 7/18/2019 Cover Memo
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July 22, 2019

6:00 PM

Item number: IV.b.

Budget Amendments

Contact: Julia Edwards

Summary: 
Consent for Approval
 
Budget Amendments #4-9

ATTACHMENTS:
Description Upload Date Type
Budget Amendment #4 #5 #6 #7 #8 #9 7/17/2019 Cover Memo















Board of County Commissioners
July 22, 2019

6:00 PM

Item number: IV.c.

Tax Administration - Monthly Report

Contact: Richard Brim

Summary: 
 At the July 8th Meeting the Real and Personal Property Refunds more than $100 were moved to
the Consent Agenda  at the meeting on July 22nd.
 
     

ATTACHMENTS:
Description Upload Date Type
Real and Personal Refunds Over $100 7/16/2019 Cover Memo







Board of County Commissioners
July 22, 2019

6:00 PM

Item number: IV.d.

Tax Administration - Fiscal Year End

Contact: Richard Brim

Summary: 
Tax Office FY 18-19 Year End Settlement Agenda:
 
At the July 8th meeting the following items were moved to the Consent Agenda at the meeting on
July 22nd:
 

        Annual Settlement of FY 18-19 NCGS 105-373 Resolution
        Order to Collect FY 19-20 NCGS 105-321 & 105-354

 

ATTACHMENTS:
Description Upload Date Type
Resolution-Settlement 7/16/2019 Cover Memo
Resolution-Order to Collect 7/16/2019 Cover Memo







Board of County Commissioners
July 22, 2019

6:00 PM

Item number: IV.e.

Capital Project Ordinances

Contact: Julia Edwards

Summary: 
Capital Project Ordinances for Walnut Cove EMS Station, Walnut Cove Solid Waste Transfer
Station, Storage/Maintenance Building and Solid Waste Building/Scale House
 
These projects were approved in the budget and this is a formality that has to be completed before
the project can begin. This is not an indication that the project is beginning now, we are just being
proactive so there will be no delay when the time comes.

ATTACHMENTS:
Description Upload Date Type
Capital Project Odrinances 7/18/2019 Cover Memo
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6:00 PM

Item number: V.a.

Register Of Deeds - 4th Quarter Report

Contact: Register of Deeds Brandon Hooker

Summary: 

ATTACHMENTS:
Description Upload Date Type
Register of Deeds-4th Quarter Report 7/17/2019 Cover Memo
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Item number: VI.a.

LifeBrite Hospital

Contact: Shannon Shaver

Summary: 
At the meeting on July 8th Pam Tillman, Hospital Administrator with LifeBrite provided a quarterly
update and spoke with the Board regarding setting up a date for the Board to meet as the LifeBrite
Hospital Board of Trustees.
 
The SRMH Bylaws are attached for your review.
 
It has also been verified with County Attorney Browder that the current elected Board of
Commissioners acts as the Board of Trustees for the Hospital.
 
The meeting can be held at the hospital or in the Commissioners Chambers depending upon the
Board's preference. Hospital Administrator Pam Tillman noted that the meetings have taken place
directly before a Commissioners Meeting in the past. I have sent the next few Regular Meeting
dates to Ms. Tillman and she just needs the Board to select their preference for the date and
location. 

ATTACHMENTS:
Description Upload Date Type
SRMH Bylaws 7/16/2019 Cover Memo
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July 22, 2019

6:00 PM

Item number: VI.b.

RFQ Draft - Meadows Water

Contact: Mark Delehant, Director of Public Works

Summary: 
RFQ draft included for Board review regarding Meadows Water project and after some discussion
at the meeting on July 8th this item at the request of the Board was placed back on the Discussion
Agenda for the meeting on July 22nd.
 

ATTACHMENTS:
Description Upload Date Type
RFQ- Meadows Water 7/2/2019 Cover Memo
Map 7/18/2019 Cover Memo



REQUESTS FOR QUALIFICATIONS (RFQ)   

PROFESSIONAL ENGINEERING SERVICES  

WATER SYSTEM IMPROVEMENTS 

 

 

Stokes County proposes to secure funding and complete construction of the water system to serve the 

Meadows community consisting of approximately 8,500 lf of water main, supply well, and elevated storage 

tank.  Although other funding sources are to be explored, the primary funding of the project is anticipated 

to be provided through USDA – Rural Development. The County is seeking the services of a professional 

engineer or professional engineering firm to assist with the Preliminary Engineering Report, Environmental 

Report, USDA funding application, explore design, construction administration, inspection, and initial 

startup of the proposed project. The engineer or engineering firm must be licensed to practice engineering 

in North Carolina for this type of project. 

 

Stokes County proposes to select a professional engineer or professional engineering firm based on the 

following criteria each of which is deemed to have equal importance: 

 

1. Availability and interest in providing services. 

 

2. Experience especially as related to providing these services for similar clients and for similar 

projects and familiarity with project described above, including specific USDA Rural Development 

experience in the last 5 years. 

 

3. Qualifications of the personnel to be assigned to the project, including but not limited to 

qualifications of the project engineer, the design engineer(s), and the resident inspector(s).  

 

4. Past performance history in terms of providing timeliness of services, project cost control, and 

project startup services. 

 

5. A list of three references with contact names and phone numbers.  References should be from 

similar projects and to the extent possible from similar clients. 

 

Any interested professional engineering firm or professional engineer working as a sole proprietor may 

submit proposals for consideration. Proposals should provide ample information for evaluation in 

accordance with the above criteria.  Since funding for the project is anticipated to be provided by Rural 

Development, the amount of engineering fees eligible for that funding will be determined by the agency.  

Because of limited availability of funds, Stokes County desires to procure these services for fees that will 

be determined totally eligible for funding by Rural Development.   

 

Written proposals from interested engineers and engineering firms will be received by Stokes County, Attn: 

Mr. Mark Delehant, Public Utilities Director at the Stokes County Administration Building, 1014 Main 

Street, (or by mail at P.O. Box 20) Danbury, North Carolina 27016, Phone (336) 593-2415 until 5:00 pm 

July 23, 2019. Stokes County will then evaluate proposals and will make a selection of an engineering firm 



based on consideration of the above criteria.  It is the intention of Stokes County to select an engineer or 

engineering firm that best meets the County’s needs for this project.  All firms submitting proposals will be 

notified in writing as to the outcome of the selection process.  Any questions regarding this request for 

proposals should be directed to the above contact person. 

 

Stokes County is an Equal Opportunity Employer. Local, minority, female-owned, and small businesses are 

encouraged to submit proposals. Stokes County reserves the right to accept or to reject any or all proposals. 





Board of County Commissioners
July 22, 2019

6:00 PM

Item number: VI.c.

Purchase Agreement

Contact: Jake Oakley

Summary: 
Purchase Agreement, with Phase I and II Testing Results for Fulp Garage

ATTACHMENTS:
Description Upload Date Type
Purchase Agreement 7/17/2019 Cover Memo
Addendum I 7/17/2019 Cover Memo
Addemdum II 7/17/2019 Cover Memo
Exhibit B- Contract Addendum 7/17/2019 Cover Memo
Phase I - Enviromental Testing 7/17/2019 Cover Memo
Phase II- Enviromental Testing 7/17/2019 Cover Memo













































Board of County Commissioners
July 22, 2019

6:00 PM

Item number: VI.d.

Appointments - Stokes County Voluntary Agricultural District Advisory Board

Contact: Jake Oakley

Summary: 
Request received from Tom Smith, District Soil/Watershed Conservationist for the approval of two
new members to the Voluntary Agricultural District Advisory Board.
 
The request is for:
 
Robert P. Lindsay
George Cuthins



Board of County Commissioners
July 22, 2019

6:00 PM

Item number: VI.e.

DSS Board/Board of Health - Organizational Structure

Contact: Shannon Shaver

Summary: 
The Board has discussed dissolving the current DSS Board and Board of Health at a recent
meeting.
 
This has been discussed a few times at past meetings.
 
Setting a date for a Public Hearing is the first step in this process and once the Board sets the
date and this is held this process can move forward if this is the direction the Board elects to go in.



Board of County Commissioners
July 22, 2019

6:00 PM

Item number: VII.a.

Salary Study Proposals

Contact: Shannon Shaver/Glenda Pruitt

Summary: 
The deadline for submitting an RFP for the Salary Study was June 28, 2019. Five proposals were
received. There is $45,000.00 in Capital Reserve for the funding of a Salary Study. Once the
Board agrees on a company a Budget Amendment will be added to allocate the funds.
 
At the meeting on July 8th, the Board agreed to eliminate the PTRC from the proposals and asked
that references be checked and that the top choices be asked to present to the Board.
 
We have contacted references for all the companies and will have any information obtained
available at the meeting.
 
We reached out to the companies and all are willing to present at the August 12th meeting either in
person or by video/skype as one company is located in Minnesota. 
 
 

ATTACHMENTS:
Description Upload Date Type
Archer Company Proposal 7/1/2019 Cover Memo
Bakertilly Proposal 7/3/2019 Cover Memo
McGrath Proposal 7/1/2019 Cover Memo
Mercer Proposal 7/1/2019 Cover Memo
PTRC Proposal 7/1/2019 Cover Memo





















































































































































 

 
 

 

 

Professional Proposal prepared for 

Stokes County, North Carolina 
 
 
 

Salary and Position Classification Study 
 

 

 

 

 
By 

McGrath Human Resources Group 
PO Box 190 

Wonder Lake, IL 60097 

815-728-9111 
 

 

 

 
 

June 28, 2019 
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Glenda Pruitt 
Support Services Supervisor 
1014 Main Street 
PO Box 20 
Danbury NC 27019 
 
Thank you for the opportunity to submit our qualifications to provide a Salary and Position 
Classification Study for Stokes County, North Carolina. This proposal outlines our understanding of 
the project. 
 
Developing and maintaining a competitive classification and compensation plan in today’s fiscally 
conservative environment is extremely challenging, yet essential.  McGrath Human Resources 
Group understands the issues public sector entities are facing and stand ready to assist you in 
maintaining and updating your compensation plan so that it attracts and retains competent 
professionals, as well as fits within fiscal constraints.  At McGrath Human Resources, we feel each 
client is unique and we take the time to understand your compensation philosophy, your 
organizational culture, and the vision you have for your community to better provide top quality 
service and best practices to your organization. 
 
Why should you choose McGrath Human Resources Group for your project? 

We do not ask you to adapt to an off-the-shelf solution. 

❖ Even in local governmental entities that appear to be similar, we find that each entity has 
unique qualities, culture and needs. 
 

❖ We work hard to understand your goals, fiscal realities, and compensation history so that 
we can offer options for compensation systems, whether it be updating current systems or 
developing new systems to address your organization’s qualities while holding to best 
practices to maintain validity in the system. 

We specialize in and understand public employment and local municipalities. 

❖ An investment in your employee’s compensation plan is an investment in your community, 
and we recognize that the investment you are making is with taxpayer dollars.  
 

May 14, 2019 

http://www.mcgrathhumanresources.com/
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❖ We specialize in public sector consulting; thus, we stand out in our ability to understand 
and work with your stakeholders to make a sound investment that will benefit Stokes 
County. 

Our long history brings a unique breadth of experience. 

❖ We work almost exclusively with public sector organizations including Cities, Counties, 
Townships, Villages, Towns and merged Governmental Authorities. This means that we 
have been exposed to a broad spectrum of policies, procedures and compensation system 
designs.   

❖ We have experience. Not only experience with the development of various approaches to 
compensation, but knowledge of organizational cultures and thus, what approaches will 
usually succeed.  Therefore, we can update or design the system specifically for you. 

 
We are successful. 

❖ After 19 years in business, with over 350 clients in 37 states, we are proud that 99% of our 
projects have been fully adopted and implemented.  
 

❖ Our success stems from sound principles and best practices throughout our work and the 
relationships we build through honest and transparent communication from the beginning 
of the project through the adoption, implementation and follow-through. 

Detailed information regarding our firm, consultants, methodologies and proposed services are 
presented within this proposal. We accept the terms and scope of the project as listed in the 
Request for Proposal. As you review the proposal, if you have any questions or require additional 
information, please do not hesitate to ask.  
 
We look forward to the opportunity of working with Stokes County and its employees on this 
important project. 
 
Sincerely, 

Victoria J. McGrath 
 
Victoria J. McGrath, Ph.D.  
CEO 
victoriaphd@comcast.net 
  

http://www.mcgrathhumanresources.com/
mailto:victoriaphd@comcast.net
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Core Business Philosophy and Goals 
McGrath Human Resources Group, Inc. provides human resource consulting services including compensation 
systems (salary schedules, job descriptions, performance management tools), employee handbooks, 
training, human resource audits, and other services that assist our clients in recruiting, engaging, rewarding 
and retaining a qualified workforce. By building a strong client relationship we assist our clients in 
implementing fiscally responsible, successful compensation systems. 

http://www.mcgrathhumanresources.com/
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FIRM INFORMATION 
 

  
Company Name McGrath Human Resources Consulting 
Parent Organization McGrath Consulting Group, Inc. 
Principals Dr. Victoria McGrath, CEO 

Dr. Tim McGrath, President 
Established May 1, 2000 
Type of Firm Corporation 
Company Address P.O. Box 190 

Wonder Lake, IL 60097 
Phone Number (815) 728-9111 
Fax Number (815) 331-0215 
Email Address victoria@mcgrathhumanresources.com 
Direct Email victoriaphd@comcast.net  
  

 
Responsible Party CEO – Dr. Victoria McGrath, Ph.D., SPHR 
Insurances  Admiral Insurance, State Farm Insurance 
   Certificates will be provided as needed. 
 

EXECUTIVE SUMMARY 
 

McGrath Consulting Group, Inc. is an organization that specializes in public sector consulting 
predominately in the fields of human resource management, fire, EMS, police, and 
communications.  The principals of the company have over 50 years of public sector experience.  
 
We have two very distinct divisions within the company: Human Resources – overseen by Dr. 
Victoria McGrath and Public Safety – overseen by Dr. Tim McGrath.  We have found that having 
expertise in public safety is beneficial in public sector compensation studies. Thus, the McGrath 
Human Resource Group consultants have access to experts in Police and Fire compensation 
systems to address the unique laws and best practices these two professions add to most public-
sector compensation systems.  
 
McGrath Consulting has been working with public sector organizations of all types for the past 19 
years.  The Consultant’s assigned to this project have worked with McGrath Consulting on 
compensation projects and most have worked for governmental entities; however, to ensure 
diversity of opinions, a few of our consultants have private sector experience to add value to our 
projects. McGrath Human Resource Group has never been a party to legal proceedings or business 
litigation against our firm nor is any pending. 
 
As you will see in our methodology – we do not sell you a system but work with you to develop 
one that meets the needs of your organization and compensation philosophy. 
 

http://www.mcgrathhumanresources.com/
mailto:victoriaphd@comcast.net
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SCOPE OF SERVICES 
 
We understand that a competitive compensation system is an important element for Stokes 
County’s ability to hire, cultivate, and retain employees who provide service and value to all 
County stakeholders. Similarly, internal equity, proper classification, career opportunities and 
addressing of any compression issues serves to enhance the employee’s feeling of value and 
willingness to actively engage in their work for the organization.  
 
Thus, McGrath Human Resources recommends the following services: 
 

✓ Guide the County in confirming or developing your County’s compensation philosophy 
including your desired position in the market, recognition of tenure, recruitment and 
retention priorities, usage of performance-based pay, and other aspects of a sound 
compensation philosophy. 

✓ Develop a cooperative plan of action utilizing the basic methodology outlined in this 
proposal and tailored to your specific project. 

✓ Obtain and establish compensation within the external market through a salary survey of 
comparable entities. 

✓ Obtain information on each job title for a job audit through position description 
questionnaires and a review of current position descriptions to establish internal equity 
among positions within the County. 

✓ Complete a compression analysis and, if found to be a problem, develop strategies to 
address compression during the design and implementation of the new system. 

✓ Update classification descriptions/requirements including developing career ladders as 
appropriate. 

✓ Integrate the data from the external market, internal market, and job audit to a tailored 
classification and compensation system. 

✓ Support implementation of approved system. 
✓ Provide a plan for on-going maintenance of the system, in accordance with all applicable 

compensation practices by the County (i.e. movement through the range; COLA; merit, 
etc.) including a projection of the ongoing budget commitments necessary to provide a 
sustainable and consistent compensation system. 

✓ Review and recommend compensation policy and procedure changes that will assure 
consistent implementation and application of the compensation system. 

✓ Develop final reports and documents with summary data; and present final 
recommendations to governing body. 

✓ Provide training for systems maintenance recommendations  
✓ Update or rewrite position descriptions. 

 
This will be accomplished in a participatory environment whereby McGrath Consultants listen to 
the administration, departments directors, and staff, is sensitive to the unique qualities of the 
County and then is responsive to your needs.  
 

http://www.mcgrathhumanresources.com/
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PROCESSES AND METHODOLOGY 
 
Our methodology and approach for these services include steps to assure our thorough 
understanding of your compensation system and policies. Our goal is to meet the ongoing needs 
of your organization.   
 

 
Project Orientation 

 
 

Meet with Stakeholders 
 
The first trip is an exciting and critical site visit. Because we do not have a “canned” compensation 
system/plan to mold you into, we want to meet with representatives of the County to map out the 
project.  A clearly defined game plan will result in a successful solution for your organization.   
 
In these initial meetings, we will meet with your stakeholders to gain an understanding of the 
County’s pay philosophy with regard to your desired position in the market, recognition of tenure 
and performance, recruitment and retention priorities and other aspects of a sound compensation 
philosophy.  
 
We will explore your organization’s current compensation system; and meet with the County 
Executive Director or designee, other Department Heads, Elected Officials or other stakeholders as 
appropriate, to gain an understanding of the County’s goals, values and structure as well as each 

Orientation

Confirmation of 
Project Scope 

and Employment 
Wage Strategy

Stakeholder 
Meetings

Analysis

Job Audit & 
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http://www.mcgrathhumanresources.com/
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department’s structure; any unique responsibilities associated with positions; problems with the 
current system or issues in attracting/ retaining employees.  
 
At this time, the Consultants will begin to review all documents of the project – current 
compensation system, policies, and/or ordinances attached to the systems, and gain data 
regarding current employees.  A list of data needed will be sent to the appropriate person prior to 
this visit so that the County will have time to prepare. 
 
At this site visit, short employee meetings can be held to explain the process of a compensation 
study, introduce the consulting team, and describe the general outcome of the Study. Because of 
the variety of staff and working hours, if needed, the Consultants can be made available in the 
early morning or evening hours as well.  
 

Position Questionnaires & Job Audit  
 
A Position Description Questionnaire (PDQ) will be sent to the County for distribution. Our PDQ 
has been designed specifically for use in public sector organizations; thus, ensuring points are 
given for the features encountered by government organizations that other entities don’t 
necessarily share.  Employees may complete it electronically or in paper form and will be given 
two (2) weeks to complete the Questionnaire and return it to the appropriate supervisor.  
 

This Questionnaire will be completed on all job titles for purposes of: 
 
❖ Expounding upon information provided in job descriptions to accommodate factors included 

in a formal job evaluation plan. 
❖ Evaluating position responsibilities with regard to necessary competencies, experience, 

education, finances, judgement, decision-making and other expectations which provide 
value to the County. 

❖ Clarifying instances where statements in the existing job descriptions are vague or absent. 
❖ Probing for the interrelationship with other positions and how the position serves to fulfill 

the County’s overall values, vision, and objectives. 
❖ Determination of appropriate FLSA classification – exempt/non-exempt. 

 

We typically use a point factor system to complete this analysis. We go beyond the typical 
“Knowledge, Skills and Abilities” (KSA’s) and explore deeper into the following aspects of a job: 
 

• Tasks & Responsibilities 
o Records, Reports and Programs 
o Complexity and Judgement including: 

▪ Problem-Solving 
▪ Supervision Received  
▪ Procedures/Guidelines Available 

o Impact of Decisions & Consequents of Errors 
o Planning 

http://www.mcgrathhumanresources.com/


McGrath Human Resources Group ♦ PO Box 190 ♦ Wonder Lake, IL  60097 ♦ 815-728-9111 
www.mcgrathhumanresources.com 

Stokes County, NC – Salary and Position Classification Study Page 9 

o Confidential Data 

• Contact with Others (both inside and outside the organization) 

• Stress (Degree of mental or emotional fatigue or stress inherent to the job and sustained 
through concentration, work pressure or critical incidents.) 

• Tools and Resources 
o Equipment, Machines & Tools 
o Technology  
o Budget, Financial and Cash Handling Responsibilities 

• Leadership & Supervisory Responsibilities 

• Education & Experience 

• Work Environment & Physical Requirements 
 

We find the point factor system of job analysis is the easiest for us to train our clients to continue 
using on their own should they choose. Thus, the Compensation System is more likely to be kept 
up-to-date and relevant which extends its lifecycle. 
 
Each incumbent’s supervisors and Department Head will be given time to review the completed 
PDQ for content and accuracy, and to comment in a designated area of the document. They will 
sign off on their review prior to submission to the Consultants. However, the employee’s 
responses are to be unaltered. 
 
The completed Questionnaires and existing job descriptions will be utilized for a job audit to begin 
the process of position placement for internal equity. If, after review of those documents the 
Consultants feel they need more clarification on a specific position, we will utilize group or 
telephone interviews to glean more information.  

 
Market Survey  

 
We will design and send out a market survey of benchmarked positions. We do not restrict the 
number of benchmarked positions, but at the same time, do not want the survey to be so 
cumbersome as to prohibit its completion.  Thus, we will attempt to obtain data on as many 
positions as possible. As we begin receiving the survey results, McGrath Human Resources may ask 
the County to contact organizations that are not responding to the Consultant to solicit their 
assistance in the survey.  
 
Pay data is solicited for the minimum, midpoint, and maximum salary, as well as the average salary 
of incumbents.  This provides data as to the true market rate. Other pay practices can be included 
in this comprehensive survey as desired and may include such practices as uniform allowance, 
shift differentials, etc.  

Create Survey Tool

Solicit 
Compensation  

and Benefit 
Data

Compile & 
Analyze Data

http://www.mcgrathhumanresources.com/
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Establishing Comparables – Public and Private Sector 

 
Public Sector - A list of public sector comparables will be developed.  The list can be either 
municipalities the City has used in the past and/or a developed list of organizations which the City 
feels are comparable. This list will be addressed with administrators and department heads during 
the first site visit. Criteria for comparables is usually the surrounding area in which the City 
competes for talent; organizations of similar size and EAV, population, etc.  The goal being to 
establish a comprehensive list of organizations that are similar in scope and/or in job 
responsibilities. 
 
Private Sector – A number of organizations ask for comparisons to the private sector.  If the City 
desires, McGrath Human Resources will look to the private arena. However, there are several 
inherent problems in collecting this information.   
 

✓ First, there are limited numbers of positions that compare to municipal jobs. Comparisons 
are usually restricted to clerical and manual labor classifications.   
 

✓ Second, the mixture of salary to benefits – or total package compensation – is vastly 
different than the public sector.  This includes the potential of higher wages in the private 
sector in lieu of benefits; whereas, public sector has typically offered average wages in 
exchange for higher levels of benefits.  These differences must be taken into consideration.   
 

✓ Third, comprehensive data from the private sector is difficult to obtain.  Unlike municipal 
organizations which are required through freedom of information to provide the data, 
there are no such requirements in the private sector.   
 

With these restrictions in mind, we have been able to obtain information from specific employers 
within the area through phone calls and a separate survey; and can purchase data from several 
sources.  Further, we can use any private sector data the City may have obtained through 
associations with the Chamber of Commerce and relationships established with primary private 
sector organizations.  However, the amount of private information will be limited. 
 
Other Data Sources - If the County participates in a centralized compensation data source that 
administration believes is up-to-date and valid, McGrath can utilize that data and supplement it 
with a shorter survey to the selected comparables to solicit only information not contained in the 
centralized data source.  
 
Survey Participation -  McGrath Human Resources generally has great success at obtaining market 
survey data. Our process includes contacting the selected comparables before and during the 
survey process to obtain their cooperation, find the best contact point and assist them in 
completing the compensation survey. We follow-up at least two times with those who are not 
responding to the survey. After that, we will ask a designee from the County to make contact with 
those entities not responding to the survey request. After these multiple attempts,  the 
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organization will be given the option to delete that comparable from the study or make an Open 
Records/FOIA request to obtain the data. Any cost to request Open Records will be added to the 
final invoice. 
 

Updating the Compensation System  
 

 
 
 
Salary Data Analysis 

 
When data is received through the market survey, the Consultants will tabulate and analyze the 
salary data and identify any trends and/or areas of concern regarding the County’s current salary 
as compared with the Market. Also, the Consultants will conduct an analysis of the County’s 
current Compensation System to determine any potential problems with the current design, and 
areas of compression that need to be resolved, such as compression.  
 

Total Compensation Analysis  
 
The City of Andover has requested Total Compensation Analysis. Often, we are asked to survey 
and compare benefits within the comparable market. We do offer a total compensation analysis 
which places a monetary value on the major benefits along with salary. The process for this 
analysis involves the consultants and County cooperatively selecting top competitors in your 
market. Through a re-analysis of the average incumbent salary – health insurance – and pension – 
we develop a picture of where the County fares within the market.  
 

Determination and Design of Compensation System 

 
With this information, the Consultants will make a site visit to: 
 

❖ Confirm the recommended compensation philosophy. 
❖ Meet with appropriate County personnel to discuss the data obtained and share the 

preliminary trends found in our analysis as it compares to the current Compensation 
System. 

❖ Discuss the future compensation and classification system – should it continue in its 
current form; make minor modifications to the current system; or develop a new 
process? 

❖ Discuss the tie between the compensation system and performance and/or tenure as 
appropriate. 

Analysis of 
Current 

Compensation 
System

Review Results of 
Data Analysis

Determine 
Updates/Changes 

to Current 
System
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After this meeting, the direction for the future Classification and Compensation System will be 
finalized. The Consultants will make recommendations based on our observations and experience 
with input from the County regarding any previous experiences with a system, any unique 
positions that might lend themselves better to one system over another, and the County’s 
administration’s professional opinions on which system is more sustainable for the organization 
moving forward. 
 
The Consultants will then draft the tailored Salary Schedule and begin the process of placing 
positions on the Schedule.    
 

Findings and Reports 

 
 

Department Director/Administration Input 
 
Once the System is updated, the Consultants will meet with appropriate County personnel to 
review the draft Compensation System.  This third site visit will include meetings with a 
representative of Administration and each department head to review placements within the 
Compensation System to identify any potential placement problems prior to finalization of the 
Compensation System. 
 

Fiscal Analysis 
 
Also, at this on-site meeting, the Consultants will have developed the initial, detailed fiscal impact 
of the Compensation System.  The Consultants will present implementation strategy options that 
fit the fiscal needs, culture and compensation philosophy of Stokes County. While some entities 
can fully implement the compensation system immediately, many clients have utilized a phased 
approach. We will work with the County to assure that any phased approach fits with best 
practices and your fiscal realities. 
 

Draft and Final Report Preparation 
 
McGrath Human Resources will provide a Policy/Procedure Manual.  This report details the: 
 

✓ Study methodology and findings. 
✓ Recommended compensation modifications. 
✓ Recommended position title or career progression changes. 
✓ Fiscal impact and implementation strategies. 

Analyze and Calculate  
Final Costs

Determine 
Implementation 

Options

Prepare and 
Present Reports
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✓ Policies and procedures necessary to administer and maintain the system in-house. 
 

We will also work with Administration to assist in any training that might be necessary to 
successfully implement the compensation program. 
 
In addition to the Policy Manual, McGrath Human Resources will develop an Executive Summary 
Report for distribution as the County sees fit. This provides a summary of the methodology, issues, 
and recommendations; however, all the information regarding on-going administration of the 
system is only in the Policy Manual. 
 

Presentation of Final Findings to Administration and Department Directors 
 
As appropriate and necessary, a site visit or teleconference may be scheduled to present final 
findings and recommendations to administrators and department director before presenting to 
the governing body. This will be a final 360-degree transparent check-through to assure all 
stakeholders, who will be the ones utilizing the system daily, understand our recommendations for 
the designed compensation system, final position placement and implementation strategy and on-
going use and maintenance. 
 

Presentation of Findings to Governing Officials  
 

The study costs include a presentation to your governing officials, administration and other 
appropriate personnel.  McGrath Human Resources will provide the County with electronic copies 
of the Executive Summary and the Policy Manual for reproduction, along with Word and Excel 
versions of all documents (reports, fiscal impact spreadsheets, etc.) for future modification and 
implementation; thus, the compensation plan is not dependent upon McGrath Human Resources 
for future modifications, unless requested by the County.   
 

Job Description Updates 
After approval of the compensation plan, position titles and pay ranges will be confirmed and 
available for the revising and rewriting of job descriptions as needed. Any descriptions that are 
updated will be submitted to the County in draft form and one edit is included in the price before 
being turned over to the County as final.  
 

Ongoing Maintenance 
 

The County will have the option to maintain the new Compensation Plan, or have the Firm provide 
recommendations for maintenance.  This includes the following: 

✓ New Position Requests 
✓ Position Change/Re-Grade requests 
✓ Market Updates (recommended every 3-5 years) 
✓ Cost of Living Schedule adjustments 
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These options may be exercised at any time during the project, or after completion, and will be 
quoted based upon the scope of services needed. 
 
Some clients prefer that McGrath Human Resources continue as the source to resolve current and 
future pay grade placements rather than the County and if so, the point factor matrix remains with 
the Consultant.  This can be done for a nominal fee depending upon the time involved in the 
placement.  Whether it is done by McGrath Human Resources or Stokes County can be discussed 
and is at the discretion of the County. 

 
Implementation 

 
Introduction to Employees 

 
McGrath Human Resources Consultants continue to work with your organization throughout the 
implementation of the compensation system. We can introduce the Plan(s) to the employees 
through on-site mini-presentations to discuss the methodology, the compensation/pay plan, 
position placement and answer questions.  
 
Alternatively, we can prepare communication tools and presentation materials for you to 
introduce the approved plan to County employees. These can include correspondence, brochures, 
presentation slides and/or other communications ready to be distributed electronically, in hard-
copy or presented by your staff.  
 

Pay Grade Appeals 
 
We can work with the County on any pay grade appeals that may occur as a result of the Study.  If 
the County wants to utilize the appeal process, it typically requires the employee (and/or 
manager) to complete the reason and rationale for the request.  This information is reviewed by 
the Consultant, with some assistance from the County, and a final determination will be made.  
Therefore, any pay grade appeals that might result are covered in the cost of the project. 
 

Administrative Training 
 
During the presentation site visit, training will be provided to Administration or other designated 
staff for maintenance of the Compensation System and Salary Schedule.  
 
We are always available to answer your questions and offer returning-client pricing for more in-
depth assistance in placing new or updated positions into the Compensation System. 
 

PROPOSED TIMELINE 
 
McGrath Human Resources Group takes pride in meeting its time commitments.  Following is the 
timeframe we believe to be reasonable for this project from our experience.  
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Project Initiation - 1st Site Visit          

Data Collection & Questionnaires          

Market Survey & Analysis         

Review of Market Survey Findings – Site Visit         

Development of Salary System         

Review Plan, Dept. Head Meetings, Report 
Preparation – Site Visit or Teleconference  

        

Presentation of Compensation Plan; Training of Staff 
– Site Visit 

        

Update Position Descriptions         

*This timeline will be adjusted based on the agreed upon Project Initiation date. 
 
There are factors that impact this schedule that may be out of the control of the Consultants.  The 
proposed time frame is contingent upon timely receipt of data from the County, the availability of 
employees to complete the position questionnaire and participate in interviews; and timely 
receipt of information and/or feedback from the County.  The months represent the anticipated 
contract date assuming a decision is reached soon after the proposal opening.  
 

COMMUNICATIONS AND COUNTY DELIVERABLES 
 
Since we work closely with our clients, support and communication on our consulting services is 
critical but not intrusive. Initially, a list of items required for analysis or understanding is submitted 
to the County’s project designee.  We request materials to be submitted electronically. These 
requested materials typically include job descriptions, current compensation plan(s), employee 
data, reports and/or documents from any previous studies, employee handbooks, human resource 
policies and procedures, and local ordinances or resolutions pertaining to employment in your 
community. 
 

PROFESSIONAL QUALIFICATIONS 
 
The Consultants were selected for this project based upon their areas of expertise and specialties. 
A Principal of the company is actively involved in every project. However, we operate under the 
philosophy of total team involvement and each team member has experience in all facets of 
project work and will work together to meet the goals of your project. 
 
If necessary, we have the flexibility to involve other consultants with our organization to bring 
their specialized perspective and expertise.  
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Victoria McGrath, Ph.D., SPHR – Chief Executive Officer – Project Manager 
Dr. Victoria McGrath has an extensive background in the field of human resources, predominately 
in the public sector; but she also has a number of years in the private sector having worked in 
health care, banking, and education.  Thus, she brings over 19 years of practitioner experience in 
all phases of human resources prior to her years as a consultant. 
 
Her professional experience includes the City of Brookfield, WI, which had over 500 employees, 
including five (5) labor unions; the Elmbrook School District, WI – the 2nd largest school district in 
Wisconsin, also with 5 labor unions; and Citicorp Banks.  She has dealt with labor/employee 
relations; policy, procedure and labor compliance; benefits and compensation; recruitment and 
staff development.  Dr. McGrath’s local government experience touched all local services including 
police/sheriff, fire, public works/highway, engineering, library, health department, administration, 
courts, jail, and more.   
 
Dr. McGrath has provided management assistance to more than 200 local government clients on a 
variety of management issues.  In addition to working with government, she has been a speaker 
for a number of professional organizations and worked with two (2) organizations in developing 
courses in human resource management to current and upcoming supervisors.  Further, she is an 
adjunct professor – teaching in areas such as human resources, organizational development, 
management, and research – at Northwestern University (Master’s in Public Policy Administration 
Program). 
 

Project Manager

Dr. Victoria McGrath 

Position Analysis

*Lisa Eickholt

*Malayna Halvorson Maes

Benefit and Total Compensation Analysis

*Malayna Halvorson Maes

*Lisa Eickholt

Market Survey 

*Michelle Lach

Public Safety Advisors

Dr. Tim McGrath - Fire

Pat Perez - Law Enforcement
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Dr. McGrath’s doctoral dissertation dealt with Government as a Learning Organization.  Her 
research dealt with government efficiency in providing services and how governmental services 
can become more effective.  
 
Education 
University of Wisconsin – Milwaukee, WI 
   Ph.D. – Municipal Government as a Learning Organization  
Cardinal Stritch College, WI  
  Master of Science - Management 
University of Wisconsin – Milwaukee, WI 
  Bachelor of Science – Industrial Relations & Finance 
 

Malayna Halvorson Maes - Senior Consultant 
Malayna Halvorson Maes has served as a human resource professional in both the private and 
public sectors for over 20 years. She worked previously in health care human resources, then as 
the Human Resources Director and senior advisor for a large county in northwestern Wisconsin. 
Thus, she has direct experience with the many challenges facing municipal employers.  
 
During her time in county government, Ms. Maes advised the organization through the significant 
changes at the State level (referred to as Act-10) that resulted in a reduction from five (5) 
collective bargaining units to one (1) unit, due to reduced legal authority of organized labor in the 
public sector.  As a change agent, she facilitated the development of significant policy changes for 
the organization.  This included conducting a complete evaluation of the compensation system for 
the county which included a rewrite of all job descriptions, and the implementation of a pay for 
performance evaluation system.  This system was created through the work of a combined 
employee – manager committee and included the implementation of a performance management 
software system to streamline the 360-evaluation process.  She brings a practical understanding to 
the development and implementation of pay-for-performance compensation systems. 
 
As a former municipal Human Resources Director, she is knowledgeable of all facets of local 
government, including police, public works, engineering, health services, and more.  She has been 
active in a number of professional organizations including SHRM, Chippewa Valley Society of 
Human Resource Management; WIPFLI Senior HR Forum; Wisconsin Association of County 
Personnel Directors, and the National Public Employer Labor Relations Association.  In addition, 
she served on the WACPD training Committee, Chair of the Legislative Affairs Committee, a Board 
of Director member as well as a member of the Services Committee for WPELRA; thus, she takes 
an active role in defining the profession. 
 
Education 
Luther College, Iowa 
   Bachelor of Arts – Psychology 
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Lisa Eickholt, SCP – Senior Consultant 
Lisa Eickholt brings over 30 years of local and state governmental Human Resource and 
management experience. Most recently, she served as a county Human Resource Director for over 
18 years. She not only brings current human resource methodologies, but also knowledge of 
county government.  In her county, she not only served as the director of human resources but 
was also relied upon by the County Board to function in an assistant county administrator role.  
Thus, she brings not only personnel, but overall county operations knowledge and experience to 
the project. 
 
Ms. Eickholt was responsible for developing and eventually was hired as the County’s first human 
resource professional.  In the position, she had responsibility for developing all the County’s 
personnel practices and policies, as well as compensation systems.   
 
Due to her 25 plus years of experience in local government, Ms. Eickholt has been a presenter at 
workshops and seminars on various HR and Leadership topics to county and city leaders and 
employees with the Kansas Association of Counties; Kansas County Commissioners Association, as 
well as Wichita State University to name a few. Further, Ms. Eickholt is a certified trainer and 
presenter of True Colors (Personality Type Indicator) which has been useful in building cooperation 
and efficiencies within departments. 
 
As a Human Resource Director, she is knowledgeable of all facets of local government including 
the sheriff, public health, community corrections, treasurer, county clerk, public works, property 
appraisal as well as other services provided by a county. 
 
Ms. Eickholt was a co-founding member and charter president of the Kansas County Human 
Resource Association; co-founding member and charter secretary for the IPMA-HR – Kansas 
Chapter; and, is a member of National and Kansas IPMA-HR chapters, and National and Kansas 
SHRM Chapters.  Ms. Eickholt has completed all the necessary work and testing and maintains 
certification as a Senior Certified Professional from both IPMA-HR and SHRM. 
 
Education 
Kansas State University 
   Bachelor of Science – Business Management 
 

Michelle Lach - Senior Consultant 
Ms. Lach has been a consultant with McGrath Human Resources Group for over ten years.  During 
that time, Ms. Lach has been in charge of developing position questionnaires and soliciting 
external market data.  With this experience, she excels at gaining a substantial return from the 
questionnaire sent; thus, providing very reliable and quantifiable data for the client. 
 
Ms. Lach has over nine years of experience in the areas of affirmative action, human resource 
planning, recruitment, compensation, FLSA, performance management, employee relations, 
developing employee handbooks, training and development and worker’s compensation.  
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Most of Ms. Lach’s work experience has been in the private sector, thus she is able to understand 
and assist in matching public-sector position to private sector comparables.  Her experience has 
been in manufacturing which is where a number of positions have private sector comparables. 
 
During her tenure, Michelle was involved in a number of organizations including membership in 
the Society for Human Resource Management (SHRM). 
 
Education 
Bowling Green State University 
   Bachelor of Arts – Communication and Organizational Development   
 
Advisors 
McGrath Human Resources will partner with the parent company – McGrath Consulting Group in 
the areas of fire and law enforcement, as needed.  Dr. Tim McGrath has over 30 years of 
experience in fire, EMS, communications and emergency management.  Pat Perez brings 23 years 
of law enforcement experience to our projects including serving as an elected Sheriff. Both of 
these Consultants are on staff to assist in any issues or concerns that need to be addressed in the 
area of public safety. 
 

REFERENCES 
 
The following list is a sampling of projects that captures the depth and comprehensiveness of our 
experience in compensation and classification consulting.  
 

City of Fayetteville, NC 
Contact:  Chief Benjamin Major, Fire Chief 
Phone:  910-433-1429 
Email:  bmajor@ci.fay.nc.us 

Conducted a compensation study for the fire department 
only.  Incorporated the department’s career progression 
into a compensation system. 

St. Croix County, WI  
Contact:  Pat Thompson, County 
Administrator 
Phone:  715-331-5816  
Email:  Patrick.thompson@co.saint-croix.wi.us   

Comprehensive compensation analysis of all positions 
within the County and consolidating numerous salary 
schedules into two separate salary systems with 
approximately 400 job titles. Shortly after the start of the 
project, the human resources director left, and the project 
was completed working with two HR Generalists. 
Contracted to conduct updates in 2018. This County is in the 
Minneapolis-St. Paul metropolitan region. Currently 
contracted to complete an entire plan update. 

Winnebago County, WI 
Contact: Michael Collard 
Title: Human Resources Director 
Phone: 920-232-3466 
Email: mcollard@co.winnebego.wi.us    

Consolidation of 16 different salary schedules into one 
schedule – thus aligning internal comparability issues with 
approximately 300 job titles, along with minimizing 
compression, especially between union and non-union 
positions.  Approximately 1,200 employees. Included 
recommendations among a number of other pay issues such 
as different hours of work, out of class pay, FLSA status, shift 
differential, etc.; and a benefit analysis.  The compensation 
system was passed by a 33-member county board. 
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City of Rochester Hills, MI 
Contact:  Pam Gordon 
Title: Human Resources Director 
Phone: 248-656-4708 
Email: gordonp@rochesterhills.org  

Comprehensive compensation study for two (2) union 
groups and non-union employees, and development of job 
descriptions.  Compensation plan includes an added value 
step increase.  Subsequently worked with City to develop 
performance evaluations and rules for movement into these 
new steps. Rochester Hills is in the Detroit metropolitan 
area. 

Portage County, WI 
Contact:  Laura Belinger Tess  
Title: Human Resources Director 
Phone:  715-346-1327 
Email address:  belangl@co.portage.wi.us   

Conducted a comprehensive compensation study combining 
seven different salary schedules into two comprehensive 
pay structures containing approximately 600 employees in 
300 job titles.  The compensation system was passed by a 
25-member county board.  During the compensation study, 
the public works department recertified per WI Act 10 rules, 
requiring the development of a 3rd compensation schedule 
to adhere to labor relation regulations.  The study also dealt 
with compression issues between union public safety and 
non-union officer positions. Ongoing updates contracted. 

Reno County, KS  
Contact: Renee Harris 
Title:  Human Resources Director  
Phone: 620-694-2988  
Email address: renee.harris@renogov.org  

Comprehensive compensation analysis of all positions 
within the County including a benefits analysis. Analysis 
included a comprehensive compression analysis within the 
public safety department. Ongoing position updates and 
regrades contracted. 

City of Clayton, MO 
Contact:  Janet Watson 
Title:  Finance and Administration Director 
Phone:  314-290-8445 
Email:  jwatson@claytonmo.gov  

Comprehensive compensation analysis of all positions 
within the City.  Created a system that placed individuals at 
the 60th percentile.  Utilization of an employee committee 
for review and approval of all comparable data. Rehired to 
develop job descriptions. Clayton is in the St. Louis 
metropolitan region. 
Proposal to update the plan in 2019 is under budget review. 

City of Gallatin, TN 
Contact: Debbie Johnson 
Title:  Human Resources Director 
Phone: 615-451-5890 
Email: Debbie.johnson@gallatin-tn.gov 

Conducted a comprehensive compensation study for all 
positions with the City.  Currently conducting a review 
compensation study on police and fire positions. 

City of Kirkwood, MO 
Contact: Georgia Ragland 
Title: Assistant Chief Administrative Officer 
Phone: 314-822-5809 
Email: raglangl@kirkwoodmo.org 

Comprehensive compensation schedule of union and non-
union positions was developed into three (3) classification 
systems.  
 
 

City of Dodge City, KS 
Contact:  Cherise Tieben 
Title:  City Manager 
Phone:  620-225-8100 
Email: cheriset@dodgecity.org 

Conducted a comprehensive compensation study in 2007 
for all positions.  This system was updated again in 2018. 
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Clearfield City, UT  
Contact:  Summer Palmer 
Title: Assistant City Manager  
Phone:  801-525-2701  
Email:  summer.palmer@clearfieldcity.org   

Comprehensive compensation study for all full and part-
time positions within the city.  Special emphasis on 
recruitment of police officers which entailed created a 
separate schedule toward the end of the study and re-
researching market data on police officer salaries as market 
conditions showed a sudden shift mid-study. Clearfield City 
is in the Salt Lake City metropolitan area. Ongoing position 
updates and regrades contracted. 

City of Manhattan, KS  
Contact:  Tammy Galvan 
Title:  Human Resources Director  
Phone:  785-587-2444  

Email address:  Galvan@cityofmhk.com  

Developed a performance-based compensation system in 
2006.  Rehired in 2014 to update the system and convert to 
a step-based system. Rehired in 2017 to conduct a tenure 
analysis for non-union employees regarding their progress 
through the salary schedule.  

City of Northfield, MN 
Contact: Michelle Mahowald 
Title: Human Resources Director 
Phone: 507-645-3012 
Email: 
michelle.mahowald@ci.northfield.mn.us 

Comprehensive compensation schedule of union and non-
union positions was developed into one (1) classification 
system, and job descriptions were updated.  Compensation 
system had to be compliant with the State of Minnesota’s 
Pay Equity Act. Northfield is in the Minneapolis-St. Paul 
metropolitan area. 

City of Oak Ridge, TN 
Contact:  Bruce Applegate 
Title:  Administrative Services Director 
Phone: 865-425-3563 
Email:  bapplegate@oakridgetn.gov 

Comprehensive compensation schedules for all City 
positions were developed, and development of job 
descriptions.  All Departments, including Police, Fire, and 
Public Works, and Electric were included. 
 

Village of South Elgin, IL 
Contact: Megan Golden 
Title: Administrative Services Director 
Phone: 847-741-3894 
Email: mgolden@southelgin.com 
Timeframe: 2007, 2014, 2018 

Conducted a comprehensive compensation study in 2007 
for all positions.  This system was updated 2014-15 and 
again in 2018. 
 
 

Town of Berwyn Heights, MD 
Contact:  Jessica Cowles 
Title:  Town Administrator 
Phone: 301-474-5000 
Email:  jcowles@town.berwyn-heights.md.us 

Performed a compensation study, developed job 
descriptions, an employee handbook, and a performance 
evaluation process. 
 

City of Arlington, WA 
Contact: Paul Ellis 
Title:  City Manager 
Phone:  360-403-3447 
Email:  pellis@arlingtonwa.gov 

Conducted comprehensive compensation analysis of all 
union and non-union positions within the City.  Included the 
development of separate salary schedules for police, fire, 
union and non-union – however, keeping internal equity 
and compression issues in line. 
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City of Marysville, WA 
Contact:  Gloria Hirashima 
Title: Chief Administrative Officer 
Phone:  360-363-8000 
Email:  ghirashima@marysvillewa.gov 

Conducted a compensation study for all non-union 
positions.  Have been asked to complete a similar study for 
all union positions in late 2018 – early 2019. 
 

 

COST PROPOSAL 
 
Payment for the Total Compensation Study is $35,589. This fee covers all consultant hours, 
administrative overhead, and all expenses incurred. Because we tailor the project to your needs, 
we do not charge a “per hour” fee, nor do we charge per diem, transportation or office expenses. 
 
Pay will be made in three installments:   $10,000 upon signing of the contract; $15,589 upon 
submission of the draft report; and the balance $10,000 upon submission of the final report.  
 
Payment for the Job Description Update/Rewrite for all job descriptions is $20,150 is made in two 
installments: $8,000 upon commencement of job description updating and the balance $12,150 
upon submission of all job descriptions for a maximum of 250 job descriptions. 
 
All invoices are due within 30 days of receipt and proposal cost is good for at least 90 days from 
June 28, 2019. Dr. Victoria McGrath is the individual with the authority to negotiate and 
contractually bind McGrath Human Resources in any type of negotiations and contracts. 
 

OTHER SERVICES OFFERED 
 
McGrath Human Resources Group offers a wide spectrum of services to our public-sector clients 
including: 

➢ Compensation and Benefit Analysis 
➢ Compensation System Design and 

Implementation 
➢ Employee Handbooks 
➢ Policies and Procedures 
➢ Executive Recruitment 
➢ Assessment Center Testing 

➢ Human Resources Audits 
➢ General Recruitment  
➢ Performance Evaluations 
➢ Management/Labor Relations 
➢ Personnel Records 
➢ Training 
➢ Compliance 

A full listing is available on our website: www.mcgrathhumanresources.com.  
 

  

http://www.mcgrathhumanresources.com/
mailto:ghirashima@marysvillewa.gov
http://www.mcgrathhumanresources.com/
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CONFLICT OF INTEREST STATEMENT 
 

McGrath Human Resources Group attests that there is no professional or personal conflict(s) of 
interest between our company, consultants and associates and Stokes County, North Carolina. 
 

A FINAL WORD 
 
McGrath Human Resources Group is confident that we can meet the goals and objectives to 
maintain a credible, competitive, fiscally sound classification and compensation system. We take 
the time to understand your culture and the vision of your organization and then make 
recommendations that align with your needs.   
 
Our firm is large enough to employ the necessary resources to ensure success, yet small enough to 
make certain our clients are a priority and ensure open communication and transparency 
throughout the entire process. Please feel free to contact us if you have any questions. 
 

 

http://www.mcgrathhumanresources.com/
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28 June 2019 

 

 

Glenda Pruitt  

Support Services Supervisor 

Stokes County 

P.O. Box 20 

Danbury, N.C. 27019 

Via Email: gpruitt@co.stokes.nc.us 

 

RE: RFP: Classification and Compensation Study 2019 

 

Dear Ms Pruitt: 

 

The Mercer Group, Inc. is pleased to provide this proposal for a Classification and Compensation 

Study.  If selected, we can begin work promptly.  

 

Our experience has shown that good classification and compensation studies are a combination of 

sound technical processes and an understanding of human nature.  Our approach is sensitive to 

this in several ways.  Our position evaluation system uses a factor evaluation system that is 

industry standard and is sufficiently straightforward, therefore transparent, so that how the 

process works and how factor scores and total scores for a position are derived is easily 

explainable and easily understood by employees, supervisors, and the executive board.   

 

• We provide orientation sessions for all employees so that they understand the 

methodology of the study and how their positions will be evaluated, thus reducing anxiety.   

• We will meet with every employee to discuss his/her questionnaire answers and get 

clarification.  

• We provide an appeals process for any employee who feels that his/her position has been 

classified incorrectly.   

• We work closely with you and your management team throughout the process to assure 

that you are informed and that there are no “surprises.”   

 



 

 

The Study should take approximately three months to complete, given prompt responses to the 

Market Survey by the market organizations. 

 

We welcome the opportunity to discuss our proposal in person or teleconference.   

 

This proposal is valid for 120 days from the date of receipt by you.  We abide by all applicable 

rules of federal, state, and local entities. The Mercer Group, Inc. and the staff proposed have no 

conflicts of interest.   

 

We thank you for this opportunity and look forward to working with you on this important 

project.  If you have any questions, please contact me at (919) 496-2080. 

 

Sincerely, 

 
THE MERCER GROUP, INC. 

Phillip G. Robertson, Senior Vice-President 
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Stokes County, North Carolina 

Proposal for Classification and Compensation Study 2019 

 

PROJECT SUMMARY 

 

The proposed Classification and Compensation Study will provide the following: 

Classification Study 

Employees will respond to a written questionnaire and participate in interviews to discuss and 

clarify the roles and responsibilities of their positions. Stokes County Government has a total of 

315 full time employees, and 181 part-time employees under approximately 232 job 

classifications. Every employee will be given the opportunity to submit a questionnaire and 

participate in these interviews, individually or as a group, where appropriate.  At a minimum a 

questionnaire and interview will be completed for every unique position classification (the 

definition of “unique position classification” is totally at the discretion of the County). 

 

Current Salary Evaluation 

Stokes County's pay practices and salary structure will be reviewed and analyzed. 

 

Benchmark Survey 

Other counties, municipal jurisdictions, and private sector employers will be surveyed to 

provide information to develop a competitive and local market-based salary structure, 

including salary ranges. Stokes County will work with The Mercer Group in identifying 

these entities. 

 

Class Specifications  

Class specifications will be developed for each classification. Class Specifications will be 

in a standard format that include at a minimum a Position Overview, Responsibilities, 

Knowledge and Abilities, and Education and Experience. 

 

Fair Labor Standards Act Designations 

A recommendation of “Exempt” or “Non-Exempt”, via-a-vis overtime eligibility, will be 

made for each employee. 

 

Final Report 

A written final report will contain a recommended salary structure, discussion of 

methods, techniques and data used to develop the classification and compensation plan 

and identify Stokes County’s position in their specified market. This report will include 

an analysis of the financial impact for various implementation strategies. 

 

Training and On-going Support 

To assure consistency with the methods of this study, Stokes County Human Resources 

Department will be provided instructional information to permit periodic salary reviews 

and adjustments to salary and position requirements. We provide free telephone support 

following completion of the project for as long as the County considers itself our client. 
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Stokes County, North Carolina 

 

Proposal for Classification and Compensation Study 2019 

 

 

 

CONSULTING FIRM 

 

Legal Name of Firm:  The Mercer Group, Inc. 

 

Street and Mailing Address: 3443 NC Highway 39 North  

    Louisburg, North Carolina 27549 

 

Telephone Number:  (919) 496-2080 

 

Email:    mercernc@aol.com 

 

Name of Authorized Representative: Phillip G. Robertson 

 

Title of Authorized Representative: Senior Vice President 

 

Overview: The Mercer Group, Inc. is a management consulting firm incorporated in the State of Georgia 

and operating nationwide.  Founded by James L. Mercer, a long-term public management consultant, The 

Mercer Group, Inc., provides management consulting services to state and local governments, special 

districts, and private sector clients.  The company's services include: 

 

Compensation and classification studies;  Executive recruitment;   

Performance management systems;  Organization and operations analysis;   

Productivity improvement;    Strategic planning; 

 

The Mercer Group, Inc. is a consortium model firm, with a core of key staff members supplemented by 

associated independent consultants and specialty firms.  The consortium members work together regularly 

and have long personal and professional relationships.  This business model allows us to address each 

project with consulting professionals who have the specific managerial, functional, and technical skills 

needed to fully satisfy the project objectives.  

History:  The Mercer Group, Inc., as it is today, has been in operation for 28 years. Mr. Mercer started his 

firm in 1981 and, in 1984, merged with another consulting firm, Wolfe & Associates, Inc. On June 1, 

1986, Mr. Mercer acquired the Human Resource and Organizational Consulting Practice of Wolfe & 

Associates, Inc. This acquisition formed the basis for Mercer, Slavin & Nevins, Inc.  Early in 1990, Mr. 

Mercer sold his interest in Mercer, Slavin & Nevins, Inc. and founded The Mercer Group, Inc. 

Philosophy: The Mercer Group, Inc. believes that the Classification and Compensation Study must have 

extensive client participation. Our experience has shown that successful assignments are characterized by: 

 

• A mutual understanding between the client and the consultant staff of the objectives, study process, 

timing, and end products of the study; 
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• A thorough understanding of the current situation by the consultants before proceeding with detailed 

analysis; 

• Providing opportunities for participation and input by staff; and, 

• A thorough review of draft reports with the County Manager and others of the County’s choosing. 

 

Our work plan includes provision for each of the items listed above.  The specific participation of County 

officials and staff is described as follows: 

 

County Manager - The County Manager (or designee) is the principal client(s) for the project. The 

principal client will receive a thorough briefing and description of the study process and 

methodology.  At the end of the study, the principal client will receive a briefing on all findings and 

recommendations as well as briefings throughout the process as appropriate.  It is important that the 

principal client be involved in the key policy issues to ensure the overall effectiveness of the resulting 

Classification and Compensation systems to meet the needs of the organization. 

 

Management (Department/Division Heads) - Management will be involved in the study by 

participating in a briefing session with the consultants, completing questionnaires, meeting individu-

ally with the consultants to review the scope of their operations, and identifying any specific concerns 

they may have with respect to their current classification, compensation or organizational systems.  

Key management will likewise be involved in reviewing a draft of all job analysis recommendations 

including position placement recommendations and class specifications. 

 

Employees - All employees whose positions are included in the study must feel that they have a role 

in the process and that their input is both sought and welcomed.  That role and input will be 

introduced and explained by a thorough and accurate initial presentation about the project.  

Employees then will be asked to complete position questionnaires and will be given opportunities to 

be involved further in the process through interviews, job audits (when necessary), and appeal 

procedures. 

 

Administrative Staff - Designated Administrative Staff will be asked to assist in the distribution and 

collection of the position questionnaires and assist the consultants in setting up meetings and 

interviews. 
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QUALIFICATIONS AND PERSONNEL 

This project will be conducted out of the North Carolina Office located in Louisburg, North Carolina. The 

North Carolina Office is staffed by Senior Vice President Phillip Robertson and Vice President Joan 

Miller.  The staff specializes in Compensation and Classification Studies, Performance Evaluation 

Systems, FLSA Compliance, and Executive Recruitment. The staff has over 65 years’ experience.   

 

Principal in Charge: James L. Mercer.   

Mr. Mercer, President of The Mercer Group, Inc., is a Certified Management Consultant and has extensive 

experience in all phases of management consulting including compensation, classification, and 

performance appraisal.  Mr. Mercer will be available if needed to assist in this project. 

 

Primary Consultant (Project Manager): Phillip Robertson, Senior Vice President.   

Mr. Robertson possesses extensive knowledge of all phases of staffing studies, compensation and 

classification and all areas of local government management.  He will be responsible for assuring the 

quality of our work, the adherence to expected schedules and the delivery of our work products. 

 

Research: Joan L. Miller, Vice President. 

Ms. Miller has a background in research in support of local, state and federal reporting, grant management 

and program design. 

 

 

James L. Mercer, President 

Mr. Mercer holds a Master of Business Administration degree from the University of Nevada, Reno, and a 

Bachelor of Science degree in Industrial Management from the same institution.  He has also received a 

Certificate in Municipal Administration from the University of North Carolina at Chapel Hill and is a 

graduate of the Executive Development Program at Cornell University.  Mr. Mercer has more than 26 

years’ experience in management consulting.  He has authored three books, co-authored three books, and 

has written more than 250 articles on various phases of public management.   

 

Prior to forming The Mercer Group, Mr. Mercer was President of Mercer, Slavin, & Nevins, Inc. and a 

Regional Vice President of Wolfe & Associates, Inc., with which he previously merged his own local 

government consulting firm, James Mercer & Associates, Inc.  He has been Director of Government 

Consulting Services for Coopers & Lybrand, a National Program Director with Public Technology, Inc., 

and, served as Assistant City Manager of Raleigh, North Carolina.   

 

Mr. Mercer is a recipient of the prestigious George C. Franklin Memorial Award from the North Carolina 

League of Municipalities for Excellence in Public Administration and election to Beta Gamma Sigma, the 

national honor society in business and administration.  He has served on several private and public Boards, 

including the University of Nevada Foundation, the School of Business Advisory Board at California 

Polytechnic State University in San Luis Obispo, and the Public Administration Program at the University 

of South Carolina.  Mr. Mercer has been quoted in The New York Times, Forbes, Public Management, 

American City and County, and many other national and local publications.  His professional affiliations 

include: 

 

• International City/County Management Association; 

• American Society for Public Administration; 

• Institute of Industrial Engineers (past Chapter President); 

• The Technology Transfer Society (Board of Directors - 5 terms); and, 

• International Association of Quality Circles. 
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Phillip Robertson, Senior Vice-President 

3443 NC Highway 39 North 

Louisburg, North Carolina 27549 

Office: (919) 496-2080 Cell:  (919) 349-7239 

Email: mercernc@aol.com 

 

Mr. Robertson has 40 years’ experience in the public sector.  Mr. Robertson joined The Mercer Group, Inc. in 

1998. 

 

• Compensation and Classification studies performed and managed by Mr. Robertson: 

Hernando County, Florida; Housing Authority of Covington, Kentucky; East Point, Georgia; Martin 

County, Florida; Ouachita Parish, Louisiana, Public Library; Monmouth, Oregon; Monroe, Georgia; 

Peachtree City, Georgia; The Development Authority of Peachtree City, Georgia; Pitt County, North 

Carolina; Okaloosa County, Florida; Okaloosa County, Florida, Detention Center; Martin County, 

Florida, Sheriff’s Office; Henderson, Nevada; Berlin, Connecticut; Choctawhatchee Electric Cooperative, 

Defuniak Springs, Florida; Duncan, Oklahoma; Calcasieu Parish, Louisiana, Public Library System; 

Colonial Heights, Virginia; Nye County, Nevada; Decatur, Illinois, Housing Authority; Rochester Hills, 

Michigan; Garden City, Georgia; Glastonbury, Connecticut; Kitty Hawk, North Carolina; Holly 

Springs, North Carolina; Sun ‘N Lake of Sebring, Florida, Improvement District; Okaloosa, Florida, 

Gas District; Sunny Isles Beach, Florida; Frankfort, Kentucky; Peachtree City, Georgia, Tourism 

Association; Sioux City, Iowa; Glen Heights, Texas; Daytona Beach, Florida; Jacksonville, Florida; 

Osawatomie, Kansas; Gordon College, Barnesville, Georgia; Assisted Housing Risk Management 

Association, Illinois; Iowa League of Cities; Peachtree City Water and Sewerage Authority, Georgia; 

Minturn, Colorado; Loma Linda, California; Public Agency Risk Sharing Authority of California, 

Sacramento; Hercules, California; Mooresville, North Carolina; Salt River Landfill, Scottsdale, Arizona;  

Jackson County, North Carolina; Clayton State University, Morrow, Georgia; Rhode Island Airport 

Authority; Vernon, California; Metropolitan District Commission in Hartford, Connecticut; Glenwood 

Springs, Colorado; Eagle, Idaho; Wethersfield, Connecticut; Davie, Florida; Yankton County, South 

Dakota; Pensacola, Florida; North Carolina State Firefighters Association; Craven Community 

College, New Bern, North Carolina; Lee County, Georgia; Cumberland County ABC Board, 

Fayetteville, North Carolina; Portland, Maine; Goldsboro, North Carolina; Cheyenne, Wyoming; 

Huntersville, North Carolina; Spring Lake, North Carolina; Southland Utility Services, Florida; 

Kentucky League of Cities; Cabarrus County, North Carolina; Nevada City, California; Johnston 

County, North Carolina; Defuniak Springs, Florida; Lexington, North Carolina; Kiawah Island, South 

Carolina; Fletcher, North Carolina; and, North Carolina Association of County Commissioners. 

 

• Executive Searches: 

Arkansas City, Kansas - City Manager (2006); Federal Heights, Colorado - City Manager (2007); Liberty, 

Texas – City Manager (2007); Hanover Park, Illinois – Chief Information Officer (2007); Union City, 

Georgia – City Administrator (2008); Choctawhatchee Electric Cooperative – Chief Operating Officer 

(2007); Tipp City, Ohio – City Manager (2008); Mooresville, North Carolina – Engineering Manager 

(2008); Mooresville, North Carolina – City Manager (2008); Orange County, North Carolina – 

Emergency Services Director (2008); Orange County, North Carolina – County Attorney (2009); 

Harrisburg, North Carolina – Finance Director (2008); Orange County, North Carolina – County Manager 

(2009); Decatur, Illinois, Housing – Executive Director (2010); Lee County, Georgia – County Manager 

(2011); Tipp City, Ohio - Library Director (2011); Holland, Michigan – City Manager (2012); Troy, 

Michigan – City Manager (2012); Yankton, South Dakota – City Manager (2012); Milliken, Colorado – 

Town Administrator (2014); Petoskey, Michigan – City Manager (2015); Clinton County, Ohio, Port 

Authority – Executive Director (2015); Lebanon, Ohio – Finance Director (2017); and, Goldsboro, North 

Carolina – City Manager (2019). 
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• Organizational and Staffing Studies: 

Frankfort, Kentucky; Okaloosa Gas District, Florida; Peachtree City, Georgia, Tourism Association; 

Choctawhatchee Electric Cooperative, Florida; and, Hercules, California. 

 

• Performance Evaluation Systems: 

Pitt County, North Carolina; Colonial Heights, Virginia; Sun’N Lake Improvement District, Florida; 

Peachtree City, Georgia, Water and Sewerage Authority; and The Village of Carol Stream, Illinois; 

Rockaway Township, New Jersey; and, Durham, North Carolina (Ongoing). 

 

• Organizational Climate Surveys 

Assisted Housing Risk Management Association, Illinois and Horizons of Okaloosa County, Florida. 

 

• Additional Experience: 

▪ Former Management Information Systems Director for the North Carolina Division of                    

Employment and Training.   

▪ Extensive experience in organizational analysis at the local and state government levels. 

▪ Former Human Resources Director for a Division of the North Carolina State Government. 

▪ Former Assistant City Manager for Town of Clayton, North Carolina. 

▪ Extensive experience in Grant Management at the Federal, State, and Local levels. 

▪ Extensive experience and expertise with information systems management at the Federal, State, and 

Local levels. 

 

Mr. Robertson has a MA in Public Administration from Appalachian State University in Boone, North 

Carolina and a BA in History from Wake Forest University in Winston-Salem, North Carolina.  He has also 

undertaken doctoral work at North Carolina State University in Raleigh, North Carolina. 

 

 

Joan L. Miller, Vice President 

3443 NC Highway 39 North 

Louisburg, North Carolina 27549 

Office: (919) 496-2080 

Email: mercer.robertson@aol.com 

 

Ms. Miller has 26 years of experience in municipal government as a planner, housing specialist, 

grants manager and inspector. Her areas of expertise include: 

• Policy and Procedure Research, Development, and Implementation 

• Fiscal Analysis as a Function of Policy Options 

• Transportation and Recreation Program Planning and Implementation  

• Water Quality Improvements  

• Code Enforcement and Residential Rental Inspection  

• Comprehensive Plan Development, Modification, and Interpretation  

• Environmental Review  

• Grants Development, Administration, Reporting and Closeout  

• Housing Rehabilitation Program Planning, Development, and Implementation  

 

Ms. Miller is a graduate of North Carolina State University.  
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REFERENCES 

Public-sector references, all of whom can comment on our organization’s relevant experience, are listed 

below.  

 

(Ms.) Lu Hickey 

Human Resources Director 

Johnston County, North Carolina 

919-938-4703 

Full Classification Study 2016 

Full Compensation Study 2017 

 

Kevin Leonard, Executive Director 

North Carolina Association of Counties 

323 W. Jones Street, Suite 500, Raleigh, NC 27603. 

919-715-4369 

Full Compensation and Classification Study 2019 

 

Susan Nunn 

Human Resources Director   

Lexington, North Carolina 

(Also, Deputy HR Director in Cabarrus County during the study there) 

336-243-2489 x 3222 

Compensation Studies and Focused Classification 

Ongoing. 

 

Kay Godwin 

Deputy County Manager  

Okaloosa County Human Resources Department 

Crestview, Florida 

850-651-7515 

Compensation and Classification Study for Board of County Commissioners and Supervisor of Elections.  

The original project was completed in 2000.  The Mercer Group maintained the system for the County 

through 2004.  The Mercer Group was contacted again in 2006 and has continued provided services 

through 2019. 

 

Susan Van Buren, PhD. 

Director of Human Resources and Organizational Development 

Choctawhatchee Electric Cooperative 

Defuniak Springs, Florida 

850-892-2111 

Compensation and Classification Study 

The original project was completed in 2000. 

A comprehensive update was conducted in 2004. 

Full Compensation and Classification Study 2012. 

Full Classification Study 2017. 

Ongoing Focused Classification  
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PROJECT MANAGEMENT AND APPROACH 

The Mercer Group, Inc. (The Mercer Group) will examine the County’s classification and compensation 

system and provide recommendations for compensation policies, procedures, and practices and conduct a 

market study of comparable labor markets, including both private and public-sector employers. 

 

Classification and Compensation: The Mercer Group will develop a comprehensive 

classification/compensation plan for the County’s employees based upon an objective analysis and 

evaluation of job content utilizing a Position Questionnaire (PDQ) and interviews with employees and 

supervisors. Questionnaires will be evaluated utilizing a 10 Factor Evaluation System. This study will be 

the basis for recommending the appropriate classifications and will allow the County, in consultation with 

The Mercer Group to address any discrepancies identified in the existing classifications and make 

correction while implementing the proposed classification program. 

 

Meetings: The Mercer Group will schedule an initial meeting with the County Manager and others so 

designated by the County to discuss the process and tasks to be performed in the study to include 

reasonable dedication of key personnel and meet with senior management, all department heads and 

employees to explain study and processes to be used.  

 

Weekly progress reports will be communicated to the Administrative Services Director with additional 

updates, if so required. 

  

Existing Methodology: The Mercer Group will review current classification grade methodology and 

propose recommended strategies for the County. All employees will complete a Position Questionnaire 

and participate in interviews. Interviews may be conducted individually or in groups based upon 

classification. Should job audits be required, that need will be determined at meetings with senior 

management, department heads and employees prior to scheduling and conducting onsite reviews. 

 

Market Study: The Mercer Group, with the County, will review existing and identify additional 

comparable labor markets, including both private and public-sector employers, for compensation survey. 

From the results of that survey, The Mercer Group will recommend appropriate salary ranges for each 

position based on the classification plan, the compensation survey results, and internal relationships and 

equity. An updated salary structure based on the results of the survey and best practices will be developed 

and supplied to the County for review, approval and implementation along with a calculation of the costs 

of implementing such plan. We will: 

 

• Identify any extreme current individual or group compensation inequities and to provide a 

recommended corrective action plan and process to remedy these situations;  

• Make recommendations and provide implementation strategies related to other key compensation 

practices, based on market demands, including pay for performance, skill pay, special assignment 

pay, certification pay, bilingual pay, promotional pay, and acting assignment pay;  

• Provide system documentation and computer formats/software to administer the compensation 

plan;  

• Provide recommendations for the ongoing internal administration and maintenance of the 

proposed compensation plan. Maintenance will include annual activities such as a market survey; 

and, 

• Conduct a comprehensive training program for appropriate staff to ensure that the staff can explain 

and administer the new system in the future.  
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METHODOLOGY / PLAN/ TIMELINE 

To meet the client's specific objectives for this project, we have developed a work plan, as follows: 

 

Phase I 

STEP 1.  Orientation  

Because of the significance of a classification and compensation study, a clear understanding of and 

agreement to the work plan is critical.  We will begin the project by meeting with all appropriate officials 

including but not limited to the County Manager, department heads and others necessary to clarify the 

following issues: 

 

• Specific issues regarding the current classification and pay structure(s); 

• Specific issues regarding individual Departments and Divisions; 

• Understanding of the objectives for the systems; 

• Review of The Mercer Group, Inc. classification and analysis methodology, including specific forms 

such as the position questionnaire; 

• Policies regarding review and employee appeal of recommendations; 

• Begin development of a list of organizations for the "market analysis," including public and private 

employers (Management will participate in the process of development of the comparable organization 

list); and 

• Implementation strategy for results of the study. 

 

At the orientation, we will also obtain information on current practices.  We will then provide the initial 

communication to employees through group meetings, written explanations, or both, depending on the 

needs of the organization.  The Mercer Group, Inc. prefers to meet with employee groups to review the 

process and how the employees are going to be asked to participate.   

 

Classification and Compensation Studies can produce anxiety with employees.  We have found that open 

discussions with employees at the beginning of the study helps employees understand what to expect from 

us and what we are going to ask of them.  It also allows employees the opportunity to voice any concerns 

or questions and meet the consultants.  During orientation, we generally provide our contact information to 

employees and encourage them to contact us at any point during the process if they have questions or 

concerns. 

 

Phase II 

STEP 2.  Classification Process 

The job analysis classification portion of the study will begin with the distribution of Position 

Questionnaires to all employees. This process will permit a high degree of accuracy in collecting 

information from the locality of its employees. 

 

The Position Questionnaire is typically distributed and reviewed during the Employee Group Orientation 

meetings.  The Position Questionnaire is important to the Classification and Compensation process 

because the information obtained becomes the basis for the classification system and the development of 

"benchmark" positions. 

 

Because the questionnaire is important, we will review and edit our questionnaire with management to 

ensure its appropriateness.  A draft of the Position Questionnaire is included as Attachment A. 

 

Upon receipt of the questionnaires, we will interview positions for employees having submitted 

questionnaires to confirm and clarify the information.  At a minimum, we must have a sufficient sample 
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size of each class or job title to ensure a thorough understanding of each position.  We will also conduct 

job audits when necessary. 

 

All reasonable accommodation will be made to ensure that all employees who wish to participate in 

the interview process will be given the opportunity to do so. Our history has been that on average, 90% 

of all employees participate in interviews.  Employees who have the same job title and agree that they are 

performing the same job duties can interview as group with a sufficient sample size.   

 

Employees who have the same job title and do NOT agree that they are performing the same job duties 

will be interviewed separately.  It may be that at the end of the study we recommend that these positions 

remain in the same classification or the duties and responsibilities may be such that a separate 

classification is recommended.  If we do not allow employees to choose if they want to interview together 

or separately it greatly undermines the results of the study and the employee “buy in”. 

 

We will begin interviews in each department with the lowest classifications and work up to the Department 

Heads.  This approach allows us to obtain a good understanding of the organization and to discuss issues 

and problems at each succeeding level.  Interviews generally take 15 minutes for individuals and 30 

minutes for groups.  During the interviews the consultant will review the submitted questionnaire with the 

employee and as clarification questions.  This is also an opportunity to employees who communicate more 

effectively in an oral format the opportunity to discuss their position with the consultant.  

 

Upon completion of the position questionnaire and interview process, we will analyze classifications by 

the duties and responsibilities. As a result of the questionnaire and interview process, we obtain 

information regarding organizational and personnel issues outside of the scope of this project.  We will 

provide an informal report to the principal client covering those issues which appear to be significant, if 

desired. 

 

To develop the proper classifications and provide internal equity, we will use The Mercer Group Factor 

Evaluation System (FES). Such systems are used to provide numerical rankings for classifications and 

positions.  A detailed description of our job measurement methodology is included as Attachment B: 

Factor Evaluation.  During the classification process, we will address the issues of parity among 

departments, appropriate titles, consolidation of classifications, creation of new classifications and logical 

career ladders. 

 

After the completion of the interviews and the application of the Factor Evaluation System, the consultants 

will meet with each Department Head to review the preliminary factoring for the position is her/his 

department.  This is a time that the consultants will be able to obtain clarifications on issues with any 

positions that were not clear in the interview and questionnaire.  These meetings help familiarize the 

Department Heads with how the classification system works.  The preliminary factoring will also be 

reviewed with the principal client(s) from an organizational prospective. 

 

After the recommendations have been approved, copies of the recommended class specifications, and title 

changes should be provided to incumbents for review.  Should an employee feel that his/her recommended 

classification is inaccurate; an appeal may be made to the Review Committee.  The make-up of the Review 

Committee will be established at project orientation.  We will recommend a methodology to make the 

process fair and non-threatening to the individual employees.   

 

A copy of the Position Questionnaire and the Factor Evaluation System are attached. Please see, 

Attachment A and Attachment B. 
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Phase III 

STEP 3.  Market Analysis 

Using the specifications developed through the questionnaire/interview process, we will work with the 

organization to select a representative number of positions to be used as "benchmarks" for a market 

comparison survey, including data for each market organization. 

 

The survey instrument will be developed as part of our assessment and understanding of the needs of the 

organization.  We recommend that a broad base of private and public organizations be used.  Through 

meetings with management we will work together to identify the organizations to be included in this 

survey. 

 

The survey instrument will be customized for the organization and left with the organization for continued 

use in maintaining the system.  All information will be analyzed by The Mercer Group, Inc. and a detailed 

report will be prepared regarding the responses.  This analysis and report will be done on Excel 

spreadsheets and provided to the organization with training on how to update the spreadsheets in 

maintaining the system. 

 

We recommend that the market analysis survey be repeated in its entirety at least once every two years 

with parts of it used more often.  We will provide the organization with the instrument and training in the 

analysis of data. 

 

Using the market research data, a set of specific recommendations regarding the level of Compensation for 

all classes will be developed.  In this part of the study, we will: 

• Provide pay levels for all classes; 

• Provide recommendations on policy decisions such as range widths, new-hire level guidelines, and 

mechanisms for slotting; and 

• Provide alternative implementation strategies for the system, including the cost of each alternative. 

 

 

Phase IV 

STEP 4.   FLSA Analysis 

Once classifications (jobs) are identified for the new system each position will be preliminarily reviewed 

and analyzed for the appropriate FLSA designation of Exempt or Non-Exempt, keeping in mind that the 

final determination of the status must be made for each employee – employees are exempt or non-exempt, 

not positions.   

 

STEP 5: Training and System Maintenance 

Training will be provided for all appropriate personnel in the administration of the new Compensation and 

Classification systems, including: 

• The Factor Evaluation System for classification of new positions and reclassifications as they occur; 

• The market survey instrument for continued update of the salary system; and 

• Implementation procedures. 

 

We provide telephone consultation for one year following the study.  Many of our clients keep us on 

contract following the first year to assistance as needed.  We provide this assistance on at an hourly rate. 
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STEP 6.  Reporting and Documentation 

Throughout the project The Mercer Group, Inc. will provide the organization with written or oral updates. 

Specifically, we will provide: 

• Status reports at each step of the process. 

• Special reports or requests when policy decisions need to be made. 

• Preliminary final report for review by appropriate officials. 

• Final report. 

 

We will also make a presentation of findings and recommendations to management, staff and the 

governing board, as necessary. 

 

 

RESULTS OF THE CLASSIFICATION PHASE: 

• Classification standards for all classes and levels proposed; 

• Class specifications for all classifications; 

• FLSA designation for exempt or non-exempt status for each employee included in the study 

(keep in mind that these recommendations [especially for the Administrative and Executive 

Exemptions] may need to be revisited -at no additional charge - as the proposed 12/2016 changes 

to FLSA are currently in litigation); 

• Allocation of each position to an appropriate classification to ensure internal equity. 

 

RESULTS OF THE COMPENSATION PHASE: 

• Development of comprehensive market survey instrument for continued use by the organization; 

• Detailed analysis and attendant recommendations regarding total compensation; 

• Development of appropriate salary guidelines; 

• Assignment of appropriate salary range to each classification; 

• Development of written guidelines of the total system. 
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PROPOSED COSTS/ PRICE PROPOSAL 

 

The not-to-exceed total cost of your Classification and Compensation Study will be $19,750. 

 

This includes all expenses related to 10 days on site spread across 3 separate trips during the course of the 

study.  If the successful completion of the study should require more trips or more time on site there will be 

no additional charges.  

  

If the county desires true job descriptions (the best example here would be a tailored description for the  

administrative assistant position in department A as well as a separate tailored descriptions for the 

administrative assistant positions in departments B, C, and D) the additional cost would be $75 per 

description.  Class specifications – detailed descriptions of each classified position are included in the price 

quoted above.  If this distinction is unclear, please call us for clarification and discussion – 919-496-2080). 

 

The County’s cost for The Mercer Group, Inc. for services rendered under this agreement will not exceed 

the agreed upon price unless an increase is authorized in writing by the organization.  We will comply with 

all applicable laws, rules and regulations of federal, state and local government entities. 

 

Our ability to carry out the work required will be drawn greatly from our experience in providing similar 

services to others, and we expect to continue such work in the future.  We will, to the degree possible, 

preserve the confidential nature of any information received from you or developed during the work in 

accordance with our professional standards. 

 

The results obtained, our recommendations and any written material provided by us will represent our best 

judgment based on the information available to us.  Our liability, if any, will not be greater than the 

amount paid to us for the services rendered. 

 

This proposal constitutes the agreement between The Mercer Group and Stokes, County.  It cannot be 

modified except in writing by both parties.  Our agreement will be interpreted according to the laws of the 

State of North Carolina. 
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ATTACHMENT A: POSITION QUESTIONNAIRE 

(Allocation of space for questions has been reduced for the purpose of including this questionnaire within the 

body of the response to an RFP from the County) 

 

Stokes County, North Carolina 
POSITION QUESTIONNAIRE 

 

PLEASE PRINT YOUR ANSWERS OR IF YOU WISH TO COMPLETE THIS QUESTIONNAIRE IN 

ELECTRONIC FORMAT, A TEMPLATED VERSION WILL BE EMAILED TO YOU UPON YOUR 

REQUEST 

 

 

 

Job Title: __________________________________ 

 

Name of the person currently in this position: _______________________________ 

 

Department: __________________________________________________________________ 

 

Work station location: _______________________________________________________ 

 

This questionnaire was prepared by: __________________________________________ 

 

Name of this position’s supervisor: __________________________________________ 

 

Title of this position’s supervisor: _________________________________________ 

 

Signature of supervisor indicating that this questionnaire has been reviewed:  

 

  _________________________________________ 

 

 

 

 

 

In a brief summary, state the basic purpose of your position and how it contributes to the work of your unit, 

department, or the organization as a whole. 

 

 

________________________________________________________________________ 

_________________________________________________________________________ 

_________________________________________________________________________ 

_________________________________________________________________________ 

________________________________________________________________________ 
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List the duties that best describe the major areas of your job.  State the approximate % of time or frequency (daily, 

weekly, monthly, annually) for each duty.  

If the space provided for any item is not sufficient, please continue on another page. 

 

  Specific Duty or Job Area:    Frequency or % of Time  

1. __________________________________________________  __________ 

2. __________________________________________________  ___________ 

3. __________________________________________________  ___________ 

4. __________________________________________________  ___________ 

5. __________________________________________________  ___________ 

6. __________________________________________________  ___________ 

7. __________________________________________________  ___________ 

8. __________________________________________________  ___________ 

9. _________________________________________________  ___________ 

10. _________________________________________________  ___________ 

11. _________________________________________________  ___________ 

12. _________________________________________________  ___________ 

13. _________________________________________________  ___________ 

14. _________________________________________________  ___________ 

15. _________________________________________________  ___________ 

 

     

1. Education and Experience: Please list the level of education, years of experience, and any courses, 

certifications, or licenses that you think should be required to be hired into your job. 

 

  __________________________________________________________________________ 

  __________________________________________________________________________ 

  __________________________________________________________________________ 

  __________________________________________________________________________ 

  __________________________________________________________________________ 

  

2. Assignment, Review, and Approval of Work: 

 

a. Describe how your work is assigned, reviewed, and approved.  Who does this review and approval, and how 

often? 

_______________________________________________________________________ 

_______________________________________________________________________ 

_______________________________________________________________________ 

 

 

b. Describe any work that does not require approval. 

_______________________________________________________________________ 

_______________________________________________________________________ 

_______________________________________________________________________ 

 

3. Supervision Given: Are there other employees of your organization for whom you approve requests for time 

off, provide input on their performance evaluation, initiate disciplinary action, or provide input on decisions to hire or 

fire? If yes, please complete pages 4 and 5. Please provide information on pages 4 and 5 for any temporary 

employees, volunteers, or interns that you may supervise or if you are the supervisor in the absence of your 

supervisor. If you have no supervisory responsibilities please skip to question 4 at the top of page 6.  
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3.a. 

 

 

(Your Supervisor) 

 

 

 

 

 

 

(Your Position) 

 

 

 

 

 

 

 

 

 

 

 

Position Title: Position Title: Position Title: Position Title: 

 

 

# of employees holding # of employees holding # of employees holding # of employees holding  

this title that you this title that you this title that you this title that you 

supervise. supervise. supervise. supervise. 

 

 

  

(Draw additional boxes if necessary.) 

Complete the Organization Chart above indicating the job title and name of your immediate supervisor, your own position, and any subordinate positions that 

report directly to you, including the number of employees holding that position.  If available, please attach an organizational chart for your unit or Department.
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3.b. List below the primary functions and responsibilities of any Subordinate Positions that report directly to your 

position. Where multiple employees holding the same job title and who are performing the same job functions are 

involved, group these together and indicate the total number of positions in the parenthesis following the job title.  

 

Job Title        Number of Primary Function/Duties 

          employees 

 

 

_____________________________ (  )  ___________________________________________ 

 

_____________________________ (  )  ___________________________________________ 

 

_____________________________ (  )  ___________________________________________ 

 

_____________________________ (  )  ___________________________________________ 

 

_____________________________ (  )  ___________________________________________ 

 

_____________________________ (  )  ___________________________________________ 

 

_____________________________ (  )  ___________________________________________ 

 

_____________________________ (  )  ___________________________________________ 

 

_____________________________ (  )  ___________________________________________ 

 

_____________________________ (  )  ___________________________________________ 

 

_____________________________ (  )  ___________________________________________ 

 

_____________________________ (  )  ___________________________________________ 

 

_____________________________ (  )  ___________________________________________ 

 

  

4. Guidelines: What job duties do you perform for which there are no policies, procedures, guidelines or industry 

standards? 

__________________________________________________________________________ 

__________________________________________________________________________ 

__________________________________________________________________________ 

 

5. Complexity: What job duties do you perform that: 1) Were extremely difficult to learn or; 2) Involve a large 

number of intricate tasks or; 3) You must use creative or original thinking to decide how to begin or complete?  

__________________________________________________________________________ 

__________________________________________________________________________ 

__________________________________________________________________________ 

 

 

6. Scope and Effect:  Within the organization or the general public, whom does your work affect?  

Describe this effect. 

__________________________________________________________________________ 

__________________________________________________________________________ 

__________________________________________________________________________ 
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7. Personal Contacts outside the Organization:  

Outside the Organization, what types of personal contacts must you make to do your job?: 

_______________________________________________________________________ 

_______________________________________________________________________ 

_______________________________________________________________________ 

 

8. Purpose of Contacts Outside of the Organization: 

What is the purpose of each of the personal contacts listed above? 

_______________________________________________________________________ 

_______________________________________________________________________ 

_______________________________________________________________________ 

 

9. Physical demand:  How much physical exertion or mobility does your position require? How often are you 

required to be mobile or use physical strength? 

__________________________________________________________________________ 

__________________________________________________________________________ 

__________________________________________________________________________ 

 

10. Work environment:  List any dangers or severe or unusual environmental conditions connected with your job 

and how often you must deal with these dangers or conditions.  What special protection is needed or is available to 

protect you while working? 

__________________________________________________________________________ 

__________________________________________________________________________ 

__________________________________________________________________________ 

 

11.  List the types of equipment that you use to do your job. 

__________________________________________________________________________ 

__________________________________________________________________________ 

__________________________________________________________________________ 

 

12. Hardest Part of Your Job:  What is the hardest or most difficult part of your job?  Why? 

__________________________________________________________________________ 

__________________________________________________________________________ 

__________________________________________________________________________ 

 

13. Additional Information:  

Provide any additional information that you feel should be in this Position Questionnaire in order to accurately 

describe the duties and responsibilities of your position. This can include information for topics covered in the 

questionnaire, or comments about any other areas of your job that will give a better understanding of the work that 

you do. 

_______________________________________________________________________ 

_______________________________________________________________________ 

_______________________________________________________________________ 
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REVIEW BY IMMEDIATE SUPERVISOR 

 

1. Please provide your comments, exceptions, or additions to any of the employee's responses to the topic areas of 

this Position Questionnaire. 

 _______________________________________________________________________ 

 _______________________________________________________________________ 

 _______________________________________________________________________ 

 _______________________________________________________________________ 

_______________________________________________________________________ 

 

 

2. What do you consider to be the most important duties of this position? 

_______________________________________________________________________ 

_______________________________________________________________________ 

_______________________________________________________________________ 

_______________________________________________________________________ 

_______________________________________________________________________ 

 

 

REVIEW BY DEPARTMENT HEAD 

 

Please provide your own comments relating to the responses of the incumbent and/or the Supervisor, and any 

additional information that might be appropriate to properly define the duties and responsibilities of this position.   

_______________________________________________________________________ 

_______________________________________________________________________ 

_______________________________________________________________________ 

_______________________________________________________________________ 

 

Signature of the Department Head indicating review of the questionnaire:  

 

_________________________________________________ 
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ATTACHMENT B: FACTOR EVALUATION 

 

THE MERCER GROUP, INC. 

 

FACTOR EVALUATION SYSTEM OVERVIEW 

 

Each functional position will be analyzed and assigned a level for all 10 factors outlined below, based on the 

completion of a position questionnaire followed by an interview.  In cases where employees hold the same 

position title but are of the opinion that their duties are materially different, separate interviews and 

factoring will be done. 

 

FACTOR 1.  KNOWLEDGE REQUIRED BY THE POSITION 

Factor 1 measures the nature and extent of information or facts which the worker must understand to do acceptable 

work (e.g. steps, procedures, practices, rules, policies, theories principle, and concepts) and the nature and extent of 

the skills needed to apply that knowledge.  To be used as a basis for selecting a level under this factor, a knowledge 

must be required and applied. 

   

FACTOR 2.  SUPERVISORY CONTROLS 

“Supervisory controls” covers the nature and extent of direct or indirect controls exercised by the supervisor, the 

employee’s responsibility, and the review of completed work. Controls are exercised by the supervisor in the way 

the assignments are made, instructions are given to the employee, priorities and deadlines are set, and objectives and 

boundaries are defined. Responsibility of the employee depends upon the extent to which the employee is expected 

to develop the sequence and timing of various aspects of the work, to modify or recommend modification of 

instructions, and to participate in establishing priorities and defining objectives. 

 

The degree of review of completed work depends upon the nature and extent of the review (close and detailed 

review of each phase of the assignment, detailed review of the finished assignment, spot-check of finished work for 

accuracy, or review only for adherence to policy). 

 

FACTOR 3.  SUPERVISION EXERCISED 

Factor 3 measures the knowledge that may be required to supervise or manage small or specialized organizational 

units, mid-level divisions, and major operations within the total organization or the entire organization. 

 

FACTOR 4.  GUIDELINES 

This factor covers the nature of guideline and the judgment needed to apply them.  Guides may include manuals, 

established policies and procedures, engineering handbooks or the organization’s personnel manual.  The guidelines 

may be related to the specific occupation rather than organizational.  For instance, a CPA may work under specific 

guidelines imposed by the profession rather than the organization. 

 

Individual jobs in different occupations vary in the specificity, application and availability of guidelines for 

performance of assignments.  Consequently, the constraints and judgmental demand placed upon employees also 

vary.  For example, the existence of specific instructions, procedures and policies may limit the opportunity of the 

employee to make or recommend decisions or actions.  In the absence of procedures or under broadly stated 

objectives, employees in some occupations may use considerable judgment in researching literature and developing 

new methods. 

 

FACTOR 5.  COMPLEXITY 

This factor covers the nature, number, variety, and intricacy of tasks, steps, processes or methods in the work 

performed; the difficulty in identifying what needs o be done; and the difficulty and originality involved in 

performing the work. 
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FACTOR 6.  SCOPE AND EFFECT 

Scope and effect covers the relationship between the nature of the work, i.e. the purpose, breadth and the depth of 

the assignments and the effect of the work products or services both within and outside the organization. Effect 

measures such things as whether the work output facilitates the work of others, provides timely services of a 

personal nature, or impacts on the adequacy of decisions. 

 

FACTOR 7.  PERSONAL CONTACTS 

This factor includes face-to-face contacts and telephone and radio dialogue with persons not in the supervisory 

chain.  Levels described under this factor are based on what is required to make the initial contact, the difficulty of 

the communicating with those contacted, and the setting in which the contact takes place.  

 

Above the lowest level, points should be credited under this factor only for contacts which are essential for 

successful performance of the work and which have a demonstrable impact on the difficulty and responsibility of the 

work performed. 

 

The relationship of Factors 7 and 8 presumes that the same contacts will be evaluated for both factors.  Therefore, 

use the personal contact which serves as the basis for the level selected for Factor 8 as the basis for selecting a level 

for Factor 7. 

 

FACTOR 8.  PURPOSE OF CONTACTS 

Purpose of personal contact range from factual exchanges of information to situations involving significant or 

controversial issues and differing viewpoints, goals or objectives.  The personal contacts which as the basis for the 

level selected for this factor must be the same as the contact which are the basis for the level selected in Factor 7. 

 

FACTOR 9.  PHYSICAL DEMANDS 

The “Physical Demands” factor includes physical characteristics and abilities (e.g. agility and dexterity 

requirements) and the physical exertion involved in the work (e.g. stooping, bending, climbing, walking, or 

running).  To some extent the frequency or intensity of physical exertion must be considered, e.g. is the exertion 

continuous or on an infrequent basis. 

 

FACTOR 10 WORK ENVIRONMENT 

The “Work Environment” factor considers the risks and discomfort in the employee’s physical surroundings or the 

nature of the work assigned and the safety regulations required.  Although the use of safety precautions can 

practically eliminate a certain danger or discomfort, such situation typically place additional demands upon the 

employee in carrying out safety regulations or wearing protective equipment. 

 

 

 

 

 

 

 

 

 

 

 

 



Enclosures  

 

 
 
 
 
 
 

June 28, 2019 
 

Ms. Shannon B. Shaver, Assistant County Manager  
Stokes County 
Administration Building 
PO Box 20 
Danbury, North Carolina 27016 

Dear Shannon: 

Thank you for calling on the Piedmont Triad Regional Council (PTRC) to assist you with 
conducting a classification and pay study. Please find the enclosed proposal that details the scope 
of work we anticipate. We are proposing to do the work for a fee of $32,250.00. If you have any 
questions about the scope of work, terms or desire a different format please contact me. 

 
As you know, our mission is to serve our member governments by being accessible and providing 
high quality services. We provide these services from a unique position and familiarity with this 
region. You can expect the highest degree of expertise and precision from our management 
services department. Our work may not have the flash and glitz that some consultants put forward 
but our track record of standing with our member governments and being continually available for 
ongoing technical assistance without additional charge is unmatched. 

 
I very much appreciate you giving us an opportunity to submit this proposal. I look forward to 
working with you in the future. 

 
Sincerely, 

 
Matthew Reece 
Assistant Director 
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This is a proposal and agreement by the Piedmont Triad Regional Council (PTRC) to 
provide services to a member government, specifically, to Stokes County (hereinafter “County”) 
to complete a classification and pay study for selected employee classifications. 

 
I. Work Elements for Position Classification Study 

 

As part of the position classification and pay study, the PTRC agrees to conduct the 
following work elements: 

 
A. Study the classification and positions identified in section II of this proposal. 

 
B. Meet with management before commencement of the position classification and pay 

study to discuss the following issues: expectations of the study, confirmation of labor 
market comparisons, the understanding of the classifications and pay process, and 
implementation principles. 

 
C. Facilitate an orientation session with the employees for the purpose of explaining the 

study and to distribute and explain the position description questionnaire.  The PTRC 
will provide the design and format of questionnaires which are to be filled out by 
every employee.  The questionnaires provide the basic information necessary to 
address the classification criteria. 

 
D. Interview all incumbents from each classification that desire to be interviewed and at 

least one incumbent from each classification. The interviews provide an opportunity 
to see the employee's work environment, to ask the employee additional questions, to 
allow the employee to add information that may have been left off the questionnaire, 
and to obtain a "personal feel" for the position. 

 
E. Collect salary data from public employers in the labor market with whom the County 

wishes to compete.  The County will have input as to whom data is collected from 
and generally what weight data is given. Private sector employers typically are 
unwilling to share their compensation data.  PTRC will use compensation data 
collected by the NC Department of Commerce to augment the public employer data.  
This data includes responses from private sector entities and is available at the county 
level. 

 
F. Assign each classification to a salary grade based on an assessment of the 

classification, market data collected, and internal relationships. 
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G. Assign each employee to a position and classification.  Implementation costs for any 

recommended changes will be calculated. A printout will be provided to management 
which will include name, current title, proposed title, current grade, current salary, 
proposed grade, proposed salary, dollar increase on an annual basis, and percent 
increase.  These costs will be summarized by department based on the way the 
information is provided by the County. The County will need to provide guidance as 
to how implementation will be administered. 

 
H. Write classification specifications for any classes without adequate existing 

classification specifications. 
 

I. Meet with Department Heads and management prior to finalizing the 
recommendations to discuss findings and receive input. 

 
J. Present to management a summary of the study and recommendations. 

 
K. Deliver to the County a final compilation of the study that will contain the assignment 

of classifications to grades, schedule of changes, and allocation list. 
 

L. Consult on miscellaneous items such as report preparation to communicate study 
results to employees, organizational design of departments, advice on feasibility of 
substantially equivalent status and other related subjects as needed. 
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II. Schedule of Classifications to Review 
 

Specifically, the following classifications will be studied; 
 

ADMINISTRATION 
ADM ASST/PERSONNEL OFF/CLK BD 
COUNTY MANAGER 

 
ANIMAL CONTROL 
ANIMAL CONTROL OFFICER  
CHIEF ANIMAL CONTROL OFFICER 

 
ARTS COUNCIL 
ARTS COUNCIL DIRECTOR 
ARTS/OFFICE ASSISTANT II 

 
DAY REPORTING 
DISTRICT RESOURCE DIRECTOR 
DRC WORK PROGRAM COORDINATOR 
OFFICE ASSISTANT III/DRC 

 
ECONOMIC DEVELOPMENT 
ECON DEV TECH ANALYST 
ECON DEV DIRECTOR 

 
ELECTIONS 
DEPUTY ELECTION DIRECTOR 
DIRECTOR OF ELECTIONS 

 
EMERGENCY COMMUNICATIONS 
EMERG COMM DIRECTOR 
TELECOMMUNICATOR SUPV 
TELECOMMUNICATOR 

 
EMERGENCY MANAGEMENT 
EMS/EM DIRECTOR 

 
EMERGENCY MEDICAL SERVICES 
EMERG MED TECH INTERMEDIATE 
EMERG MED TECH PARAMEDIC 

EMT PARAMEDIC SHIFT SUPV 
EMT TRAINING OFFICER 

 
FINANCE 
ASST FINANCE DIRECTOR 
FINANCE ACCTING TECH II 
FINANCE ACCTING TECH IV 
FINANCE DIRECTOR 

 
FIRE & RESCUE 
ADMIN ASST/FIRE MARSHAL 
ASST FIRE MARSHAL/SUPPRESSION 
FIRE MARSHAL 

 
FORSYTH TECH 
CUSTODIAN/SECURITY TECH 

 
INFORMATION SYSTEMS 
INFORMATION TECH DIRECTOR 
INFORMATION TECH SYS ANALYST 

 
JAIL 
BALIFF/TRANSPORT OFFICER 
CORPORAL/EVIDENCE MANAGER 
JAIL CAPTAIN 
JAIL SERGEANT 
JAILER 
JAILER/BAILIFF 
JAIL-SHIFT SUPV/CORPORAL 

 
MAPPING 
GIS MAPPER I 
GIS MAPPING SUPERVISOR 
GIS SPECIALIST 
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NATURAL RESOURCES 
DIST SOIL/WATERSHED CONS 
DISTRICT ADM ASST/ED SPEC 

 
PLANNING & ZONING 
CHIEF CODE ENF OFFICER 
CODE ENF I/ZONING ENF OFFICER 
CODE ENFORCEMENT OFF II 
DIRECTOR PLANNING/ECONOMIC 
PERMITTING TECH I 
PERMITTING/OFFICE MANAGER 

 
PUBLIC BUILDINGS 
ADMIN ASST/PUBLIC WORKS 
BLDG MAINTENANCE SUPV 
CUSTODIAN 
MAINTENANCE TECH I MAINTENANCE 
WORKER/CUSTODIAN MAINTENANCE 
WORKER/PARKS PUBLIC            
WORKS DIRECTOR 
WATER & SEWER MAINT TECH 

 
PURCHASING 
SUPPORT SERVICE SUPV 

 
REGISTER OF DEEDS 
ASST REGISTER OF DEEDS 
DEPUTY REGISTER OF DEEDS II 
REGISTER OF DEEDS DIRECTOR 

 
SENIOR CITIZENS 
NUTRITION SITE MGR 
OFFICE ASSISTANT II 
OFFICE ASSISTANT III 
SENIOR/PROGRAM DIRECTOR 
WALNUT COVE SENIOR CENTER COOR 

 
SHERIFF'S DEPARTMENT 
ADM OFFICER I/SHERIFF 
CHIEF DEPUTY 

DEPUTY II/CORPORAL 
DEPUTY II/DARE OFFICER 
DEPUTY II/DETECTIVE 
DEPUTY II/LIEUTENANT 
DEPUTY II/SCHOOL RES OFFICER 
DEPUTY II/SERGEANT 
DEPUTY SHERIFF DETECTIVE 
DEPUTY SHERIFF II 
DETECTIVE 
DETECTIVE LIEUTENANT 
JUVENILE RESOURCE OFFICER 
LT/DARE/SRO/COMM PROG OFFICER 
NARCOTICS DETECTIVE SGT 
NARCOTICS DETECTIVE OFFICER 
OFFICE ASST III/SHERIFF'S DEPT 
RECORDS CLERK-SHERIFF 
SERGEANT 
SHERIFF 

 
SOCIAL SERVICES 
ACCOUNTING TECH I 
ADM OFFICER I/DSS 
CHILD SUPP AGENT II 
CHILD SUPPORT SUPERVISOR I 
COMMUNITY SS ASST 
COMPUTER SUPPORT TECHNICIAN II 
DSS DIRECTOR 
IM ADMIN I 
IM SUPERVISOR II 
INC MAINT CASEWRKER I 
INC MAINT CASEWRKER II 
INC MAINT CASEWRKER III 
INCOME MAINT INVESTIGATOR I 
INCOME MAINT SUPERVISOR II 
PROCESSING ASSISTANT III 
SOCIAL WORKER I 
SOCIAL WORKER II 
SOCIAL WORKER II - SUSBTANCE ABUSE LIAISON 
SOCIAL WORKER III 
SOCIAL WORKER III CPS 
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SOCIAL WORKER SUPERVISOR II 
SOCIAL WORKER SUPV III 
SW PROGRAM MANAGER 

 
SOLID WASTE 
HEAVY EQUIPMENT OPERATOR 
OFFICE ASSISTANT  III 
SANITATION TRUCK DRIVER 
SOLID WASTE/LANDFILL SUPV 

 
TAX DEPARTMENT 
ASSISTANT TAX COLLECTOR/DEL 
BUSINESS PROPERTY APPAISER 
DEPUTY TAX COLLECTOR 
LISTING APPRAISER 
MOTOR VEHICLE APPRAISER 

PERSONAL PROPERTY APPRAISER 
REAL PRO APP TECH II/REVAL 
REAL PROPERTY APPRAISER I 
REAL PROPERTY APPRAISER II 
TAX ADMINISTRATOR 
TAX/EMS COLLECTIONS CLERK 

 
VEHICLE MAINTENANCE 
SHOP FOREMAN 
VEHICLE MAINT MECHANIC 
VEHICLE MAINTENANCE SUPV 

 
VETERAN SERVICES 
VETERAN SERVICE OFFICER 
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III. Responsibilities of the County 
 

In order to facilitate relevant and useful study results the County agrees to provide to 
PTRC the following: 

 
A. Input as to whom data is collected from and generally what weight data is given. 

Because this element is so important in determining recommended salary ranges, it is 
suggested this be discussed and resolved before the data is collected in order to obtain 
some consensus about data collection and what emphasis should be placed on the 
larger employers in the market. Private sector employers typically are unwilling to 
share their compensation data.  PTRC will use compensation data collected by the NC 
Department of Commerce to augment the public employer data. 

 
B. Copies of existing class specifications. Electronic copies will be provided if 

available, 
 

C. Access to employees for interviews, if necessary, for data collection about the work 
they perform. 

 
D. Access to a computer or digital database of current payroll and salary administration 

information.  This database should include the employee’s name, current title, current 
grade, current salary, and any other relevant information related to classification or 
study implementation decisions.  PTRC will summarize the study reports based on the 
way the information is provided by the County. 

 
E. Guidance as to how the implementation of the study’s results will be administered. 

 
F. Access to appropriate management staff, as determined by the County Manager, to 

meet with PTRC’s representatives to gather information, discuss recommendations, 
and receive input. 

 
G. A contact person for all business related to the project including the scheduling of 

interviews, necessary meeting space, information referral to the County Manager and 
any other items necessary to the completion of this project. 

Until otherwise directed the designated contact and address is – 

Mr. Rick Morris, County Manager 
Stokes County 
Administration Building 
PO Box 20 
Danbury, North Carolina 27016 
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IV. Timeline for Project Completion 
 

July 2019 
• Meet with management (Work Element A) 

 
August 2019 

• If necessary, hold an orientation session with the employees (Work Element C). 
• Employees complete questionnaires and supervisors review and approve. 

Questionnaires returned to PTRC for review and building interview schedules. 
 

September through 
October 2019 

• Conduct Interviews (Work Element D). 
 

November through 
December 2019 

• PTRC completes market analysis and classification analysis. 
 

January 2020 
• Meet with management to discuss findings and receive input (Work Element I). 
• Final presentation will be made to management summarizing the study and 

recommendations (Work Element J). 
 

February 2020 
• Deliver final compilation of the study to the County (Work Element K). 



Proposal and agreement to Stokes County from PTRC for a classification and pay study 

  Page 8 of 12 

 

 

 
 

V. Method of Classification 
 

The PTRC utilizes the factor comparison method of job evaluation. The duties and 
responsibilities of individual positions are evaluated to determine their relative level of difficulty 
and responsibility. The factors used are generally accepted principles in the personnel field. The 
following are among the classification factors used in determining the level of each position: 

 
1. Working conditions 
2. Nature and significance of public contacts 
3. Variety and complexity of work 
4. Decision making 
5. Consequence of error 
6. Supervision given 
7. Supervision received 
8. Knowledge, skills, and abilities 

 
It is mutually understood that individual employee compensation is not being studied and PTRC 
will not be making recommendations regarding individual employee compensation.  Further it 
understood that the County’s management and employment practices and such factors as 
individual employee performance determine individual compensation. 
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VI. Staff 
 

The PTRC Staff assigned to this project are very experienced in all areas of Human Resources 
Management, data collection and analysis.  A biographic sketch of the assigned Staff is provided: 

 
David Hill 
After receiving his Bachelor’s Degree in Economics from UNC-Asheville David served for the 
following three years as a member of the Army’s 66th Military Intelligence Group where his 40 
years of Human Resources Management began. David brings both a private and public sector 
perspective having worked within a unionized private sector environment as well as in North 
Carolina State and Local Government.  He retired January 1, 2013 after 21 years as Caldwell 
County’s Human Resources Director. 

 
David provides demonstrated proficiencies and a unique understanding of workplace issues and 
his experience includes employee benefits development; labor contract negotiations and 
administration; analysis and development of policies and procedures; establishment and 
management of a Substantially Equivalent HR System; federal contract compliance; employee 
and management training covering a broad scope of topics; employee relations; employee 
development; compensation and classification analysis; conflict resolution; Affirmative Action 
and EEO compliance; and many other areas focused on management, employee and workplace 
issues. 

 
David’s workplace perspective and appreciation was further influenced by his graduation from 
the UNC School of Government’s Municipal/County Administration Program, membership in 
IPMA, SHRM and, along with Kim Newsom, the formation of HRDNC (Human Resources 
Director’s Association of North Carolina Counties).  David also served 6 years as a Trustee for 
the North Carolina Association of County Commissioners Health, Workers’ Comp. and Property 
& Liability Insurance Pools, as well as 4 years as a Board of Directors member for Foothills Area 
Mental Health Authority. 

 
Ann Taylor 
Ann has over 30 years of Human Resources experience at the county and regional level. After 
working for six years with the Union County Department of Social Services, she joined Piedmont 
Behavioral HealthCare (now Cardinal Innovations).  Ann retired from Cardinal Innovations 
having served as Director of Human Resources for over 20 years, where she developed and 
administered a substantially equivalent personnel system. During her tenure she was a member 
of the Executive Management Team developing and over-seeing merger plans, divesture plans 
and the creation of Daymark Recovery – a successful, private non-profit spin-off of the area 
program. 
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Her experience includes policy and procedure development, employee relations, classification 
and compensation, interpretation and application of federal and state legislation, development 
and presentation of a wide range of Human Resources and Compliance training. Ann obtained 
her Senior Professional in Human Resources (SPHR) in 1999 and completed the Healthcare 
Corporate Compliance Institute in 2005 and is certified as a Workplace Mediator. 

 
Since retiring in 2007, she has worked as a consultant providing Human Resources, Compliance 
and National Accreditation training and consultation throughout the state, working with Areas 
Programs and Behavioral Healthcare Providers.  Most recently she was a key member of the 
consulting group managing the successful merger of three Area Programs that transitioned from a 
Local Management Entity (LME) to a Medicaid Managed Care Organization (MCO). 

 
Kim Newsom 
As a North Carolina native educated in the Winston Salem/Forsyth County school system, Kim 
graduated with a bachelor’s degree in Economics from North Carolina State University and 
completed selected graduate courses at NC State and East Carolina University. His work career 
has totaled over 40 years in public service in North Carolina beginning with serving as a 
Personnel Analyst in the Office of State Personnel specializing in classification and 
compensation.  After a stint as the Personnel Director for the Greenville Utilities Commission, he 
returned to his hometown of Winston Salem to work in the Regional Personnel Office for the 
North Carolina Department of Human Resources serving local mental health, public health and 
social services departments in a 21 county region.  As Regional Personnel Director, he consulted 
on all aspects of the State Personnel Act for a total of 50 local agencies in the region. In 1999, 
Kim became the County Personnel Director for Randolph County government and worked there 
until he retired in 2010. 

 
Kim’s work experience both in state and local government has focused primarily in management 
areas.  He developed skill sets in a full range of human resources services with emphasis on 
employee relations, classification and compensation, policy development and administration, 
interpretation and application of federal and state legislation, personnel records, drug and alcohol 
policy administration, supervision and managerial development, human resources and 
motivational training, etc.  He has consulted with and has successfully written applications for 
Substantially Equivalent status under GS 126 rules and regulations. 

 
A longtime supporter of professional growth and development Kim has been a member of the 
International Personnel Management Association since beginning his career.  He has served in 
various appointed positions and elected offices including President of the North Carolina Chapter 
and President of the IPMA Southern Region. Kim, along with David Hill and several others, was 
instrumental in the establishment of the Human Resources Directors Association of North 
Carolina Counties (HRDANCC). 
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Matt Reece 
Matt serves as PTRC’s Assistant Director.  He has extensive experience providing technical 
assistance to local governments throughout the region.  He regularly conducts a variety of 
management studies including, program evaluation, policy analysis, capital budgeting, and 
personnel classification and compensation.  As a past-president of regional and state wide 
professional organizations, Matt has directed and organized research and discussion on a variety 
of personnel, compensation and public policy issues. He has also served as adjunct faculty for 
compensation management instructing in the master of human resources management program. 
Matt has a bachelor of arts in political science and a master’s degree in public affairs, both from 
the University of North Carolina at Greensboro. 

 
VII. References 

 

The PTRC has been involved in human resources consulting since 1986. Over the past 
two decades PTRC has performed personnel consulting for almost every local government in our 
region.  The following is a list of local governments for which services have been rendered 
recently and would be familiar with our work. Specific contacts at each local government are 
available upon request. 

 

Alamance County 
Caswell County 
Davie County 
Forsyth County 
Guilford County 
Randolph County 
Yadkin County 
Iredell County 
Lincoln County 
Moore County 
City of Asheboro 
City of Burlington 
City of Graham 
City of High Point 
City of Reidsville 

Town of Elon 
Town of Gibsonville 
Town of Haw River 
Town of Kernersville 
Town of Mocksville 
Town of Southern Pines 
Town of Granite Falls 
Town of Lake Lure 
Town of Holly Springs 
Town of Warrenton 
Town of Morehead City 
Yadkin Valley Water and Sewer Authority 
YVETTI 
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VIII. Fees for Service 
 

PTRC proposes to complete the classification and pay study of selected classifications for 
a fee of $32,250.00. This fee will be billed in two installments; one-third after the interviews are 
completed and the balance will be payable within thirty (30) days after submission of completed 
final report.  Any alteration or modification from the above specifications involving extra cost of 
material or labor will be implemented only upon written instructions from the designated contact 
with the County. 

 
 

IX. Confirmation of Proposal Acceptance 
 

If you are in agreement with the terms of this proposal please indicate by signing below 
and returning a signed original to the offices of the PTRC. PTRC staff will begin work as soon 
as we are notified of your acceptance. This confirms the Caswell County’s intention to accept 
the scope of work as indicated in the proposal presented by the PTRC, provide assistance and 
otherwise meet the responsibilities outlined, and confirms the authorization and encumbrance of 
funds sufficient to pay the fee for service. 

 
 

 

Accepted for Stokes County Title 
 
 
 
 
 

 

Date 
 
 
 
 
 

This instrument has been preaudited in the manner required by the Local Government Budget 
and Fiscal Control Act. 

 
 
 
 

 

(Signature of finance officer). 
 
 
 
 

 

Date 



Board of County Commissioners
July 22, 2019

6:00 PM

Item number: VII.b.

YMCA Recreation Contract

Contact: Jake Oakley

Summary: 
The YMCA Contract needs to be updated to reflect the new amount approved in the budget this
year. The previous amount was $117,484.00 and the new amount is $120,595.00.
 
The 2018 Contract has been attached for review as well as the new contract.
 
This contract was moved to the next meetings Action Agenda at the July 8th meeting.

ATTACHMENTS:
Description Upload Date Type
YMCA Contract -2018 7/2/2019 Cover Memo
Memo of Approval for 2019 Y Contract 7/2/2019 Cover Memo
YMCA Contract -2019 7/2/2019 Cover Memo











 
 

TO:  Jake Oakley, County Manager 

CC:  Shannon Shaver, Assistant County Manager / Clerk to the Board 

FROM:  Nicholas J. Overby, County Attorneys Office 

DATE:  July 2, 2019 

RE:  Contract Approval - Contract between County of Stokes and YMCA of Northwest North   
  Carolina 
      

MEMORANDUM 

 This memorandum serves as documentation that the above referenced Contract has been 
approved as to Form and Legal Sufficiency.   

         Nicholas J. Overby 
         County Attorneys Office 

JEFFERSON SQUARE, SUITE A — 153 JEFFERSON CHURCH ROAD / P.O. BOX 550 — KING, NORTH CAROLINA 27021 
TELEPHONE: (336) 983-6084; (336) 983-3798 — FAX: (336) 983-8341 

www.browder-overby.com

OF COUNSEL: 

J. TYRONE BROWDER  
tybrowder@browder-overby.com 

NICHOLAS J. OVERBY 
nickoverby@browder-overby.com 
ADAM L. HALL 
adamhall@browder-overby.com 
JENNIFER OAKLEY MICHAUD 
jennifer@browder-overby.com
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RECREATION CONTRACT 
 
This contract for Recreation Services (herein the “Contract”) is made by and between the Stokes Family 
YMCA herein known as the “YMCA”, and the County of Stokes, herein known as the “County”.  For and 
in consideration of the mutual promises and covenants set forth herein, the parties agree as follows: 
 

Responsibilities of the YMCA 
 
The YMCA agrees to provide the following minimum services: 
 
1. The YMCA shall administer and coordinate all current recreation and wellness programming to 

include Stokes County Youth Sports Programming, Summer Day Camp, Stokes County Easter Egg 
Hunt, other seasonal family special events, 5k event, Fitness Center operation and wellness 
services. 

 
2. A Summer Youth Program shall be provided to the youth of Stokes County.  This program shall be 

for the length of time specified each year in the County’s Annual Budget.  This program shall utilize 
school sites as well as YMCA and County facilities.   

 
3. The YMCA shall provide recreation, wellness and social programs at a County facility, at the 

County’s sole expense except for long distance telephone calls, in Danbury, North Carolina.  The 
YMCA shall maintain regular office hours and Fitness Center hours of operation in said facility. 

 
4. Stokes County Youth Sports Programming shall be provided to the youth of Stokes County.  The 

programming shall last a minimum of seven weeks. 
 
5. The YMCA shall host an annual 5k event. 
 
6. New Programs shall be offered based on need and availability, such as additional summer camps, 

sports, recreation and wellness programs and social events. 
 
7. The YMCA shall assume all liability insurance coverage for all YMCA staff and program offerings. 
 
8. The YMCA shall administer the scheduling of shelter usage and special events to be held at 

Moratock Park, located in Danbury, North Carolina. 
 
9. The YMCA shall collect all fees as set by the Stokes County Board of Commissioners for use of 

Moratock Park facilities and remit those funds back to the County as requested by the County. 
 
10. The YMCA shall retain all revenues generated by program offerings, except those fees generated 

from Moratock Park shelter usage. 
 
11. The YMCA shall provide a Stokes County Recreation Department Committee under the 

authorization of the Stokes Family YMCA volunteer Board of Management.  The Committee shall 
consist of Stokes Family YMCA volunteers, Stokes County citizens and a designated representative 
of the Stokes County Board of Commissioners.  The Committee will meet at least one time 
quarterly. 
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Responsibilities of the County of Stokes 

 
The County of Stokes agrees to the following responsibilities: 
 
1. The County shall maintain ownership of Moratock Park located in Danbury, North Carolina.  

Further, the County shall provide maintenance and repair services for Moratock Park up to and 
including grounds maintenance, facility maintenance, insurance and utility costs. 

 
2. The County shall provide a facility to serve as a Program Center to the YMCA in Danbury, North 

Carolina or other strategically placed locations at the County’s sole expense except for long 
distance telephone calls.  The County shall maintain ownership of said facility and shall provide 
maintenance and repair services up to and including road maintenance, grounds maintenance, 
facility maintenance, insurance and utility costs. 

 
3. The County shall provide, at its sole cost and expense, the YMCA staff in Stokes County with one 

(1) vehicle for travel solely within Stokes County in maintaining programs based in Stokes County 
and offered to Stokes County citizens. 

 
4. The County shall allow the YMCA staff to purchase fuel at the Stokes County fueling facilities for 

use in the vehicle provided by the County. 
 

Compensation 
 
The County hereby agrees to pay to the YMCA an amount equal to One Hundred Twenty Thousand Five 
Hundred Ninety-five dollars ($120,595.00) for the contract year.  This contract sum shall be paid in two (2) 
equal installments with the first payment due on July 31st and the second due on January 31st of the contract 
term. 
 

Term 
 
The term of this contract shall be for a period of one year.  This contract may be extended for additional 
periods upon the expressed written consent of both parties. 
 
The Agreement shall be effective July 1, 2019 and shall remain in effect through June 30, 2020.  If a new 
agreement has not been reached between the parties by July 1, 2020, the FY 2018-19 Agreement shall 
remain in force, unless it has been terminated in accordance with the provisions of this Agreement. 
 

Contract Termination 
 
Either party wishing to terminate this contract may do so upon one-hundred and eighty days written notice 
to the other party. 
 

Hold Harmless Provision 
 
The YMCA hereby agrees to indemnify and hold the County harmless from all liability arising out of the 
provision of recreational programs and services as set forth herein. 
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The County agrees to indemnify and hold the YMCA harmless from all liability arising out of the provision 
of County maintenance and facilities. 
 

Contract Date and Signatures 
 
This contract for services shall have an effective date and commence as of July 1, 2019 and terminate on 
June 30, 2020.  Contract term extensions are provided in the section of this contract titled “Term”. 
 
 
YMCA of Northwest North Carolina   County of Stokes 
 
By: _________________________________  By: __________________________________ 
       Stan Law            Andy Nickelston 
       President/CEO           Chairman 
             Stokes County Board of Commissioners 
 
Date: ________________________________  Date: _________________________________ 
 
 
This Instrument has been pre-audited in the Manner as required by the Local Government Budget and Fiscal 
Control Act. 
 
_____________________________________    Date: ________________________________ 
Julia Edwards        
Stokes County Finance Director     
 
 
Approved as to Form and Legal Sufficiency 
 
   See Attached Memorandum              Date: ________________________________ 
Stokes County Attorney      
 
 
 
 
 
 
 



Board of County Commissioners
July 22, 2019

6:00 PM

Item number: VII.c.

Resolution for Storage/Maintenance Building

Contact: Shanon Shaver

Summary: 
Resolution for Stokes County to reimburse itself for construction and equipment for
Storage/Maintenance Building per the County Attorney
 
This was approved in the budget and this is a formality that has to be completed before the project
can begin. This is not an indication that the project is beginning now, we are just being proactive so
there will be no delay when the time comes.

ATTACHMENTS:
Description Upload Date Type
Resolution for Storage/Maintenance Building 7/17/2019 Cover Memo









Board of County Commissioners
July 22, 2019

6:00 PM

Item number: VII.d.

Resolution for Walnut Cove EMS Station

Contact: Shannon Shaver

Summary: 
Resolution for Stokes County to reimburse itself for construction and equipment for the Walnut
Cove EMS Station per County Attorney
 
This was approved in the budget and this is a formality that has to be completed before the project
can begin. This is not an indication that the project is beginning now, we are just being proactive so
there will be no delay when the time comes.

ATTACHMENTS:
Description Upload Date Type
Resolution for Walnut Cove EMS Station 7/17/2019 Cover Memo









Board of County Commissioners
July 22, 2019

6:00 PM

Item number: VII.e.

Resolution for Walnut Cove Solid Waste Transfer Station

Contact: Shannon Shaver

Summary: 
Resolution for Stokes County to reimburse itself for construction, land, and equipment per the
County Attorney
 
This was approved in the budget and this is a formality that has to be completed before the project
can begin. This is not an indication that the project is beginning now, we are just being proactive so
there will be no delay when the time comes.

ATTACHMENTS:
Description Upload Date Type
Resolution for Walnut Cove Solid Waste Transfer Station 7/17/2019 Cover Memo









Board of County Commissioners
July 22, 2019

6:00 PM

Item number: VII.f.

Stokes County Health Department Lab Fee Changes

Contact: Shannon Shaver

Summary: 
Lab Fee Changes were presented on the Discussion Agenda at the Board of Health meeting held
on Monday July 15th and were moved to the Action Agenda at the meeting on July 22nd.
 

ATTACHMENTS:
Description Upload Date Type
Lab Fees 7/17/2019 Cover Memo







Board of County Commissioners
July 22, 2019

6:00 PM

Item number: VII.g.

Tobacco Sign - Reagan Building

Contact: Shannon Shaver

Summary: 
At the Board of Health Meeting held on Monday July 15, 2019, Health Director Tammy Martin
requested a sign be placed at the Reagan Building restricting tobacco use. The Health
Department is required by the state to have this posted and due to Environmental Health being
housed in the Reagan Building the signage needs to be posted. The information related to this is
attached.
This item was moved to the Action Agenda at the July 22nd meeting.

ATTACHMENTS:
Description Upload Date Type
Tobacco Sign 7/17/2019 Cover Memo







Board of County Commissioners
July 22, 2019

6:00 PM

Item number: VII.h.

Stokes County Health Department - Adjudication Policy

Contact: Shannon Shaver

Summary: 
This policy was presented at the Board of Health Meeting on July 15th and moved to the Action
Agenda for July 22nd. This is an accreditation requirement.

ATTACHMENTS:
Description Upload Date Type
Adjuudication Policy 7/17/2019 Cover Memo



 



Board of County Commissioners
July 22, 2019

6:00 PM

Item number: VII.i.

Stokes County Health Department -Overall Operations Policy

Contact: Shannon Shaver

Summary: 
This policy was presented at the Board of Health Meeting on July 15th and moved to the Action
Agenda on July 22nd. This is required for accreditation.
 

ATTACHMENTS:
Description Upload Date Type
Overall Operations Policy 7/17/2019 Cover Memo
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