AGENDA

CiTY OF HENDERSONVILLE CITY COUNCIL — REGULAR MEETING

NOVEMBER 1, 2018 -5:45P.Mm.

Council Chambers - City Hall

1. Call to Order
2. Invocation and Pledge of Allegiance
3. Public Comment Time: Up to 15 minutes is reserved for comments from the public for
items not listed on the agenda
4. Consideration of Agenda
5. Consideration of Consent Agenda: 7hese items are considered routine,
noncontroversial in nature and are considered and approved by a single motion and
vote.
A. Consideration of Minutes:
i. October 4, 2018 Regular Meeting
[B-Consideration of Buagef Amendments |
L. Lonsideration or BIAdsS 1or vvatel Vietelr BOXeS dNd BIrasSs Lombobonents |
[0 TConsideration of Amendments to the Personnel Policy:
i. Address Overtime Pay for Essential Employees, Including Most Exempt
Employees, During State of Emergency
ii. Language Regarding Employees who are Promoted or Reclassified to the
Minimum of the Salary Range
E. Consideration of Reclassification of Facilities Maintenance Mechanic Position toI
Generator Maintenance Technician and Associated Job Description
F:. Consideration of Sole-Source Generator Maintenance Agreement'
6. Presentations:

A. Update on Tourism: Beth Carden

B. Friends of the Oklawaha Greenway




Located at 917 Rutledge Annex, Containing Approximately 0.24 Acres

‘7. Public Hearing — Consideration of a Petition for the Contiguous Annexation of a Parcel
Presenter: Development Assistance Director Susan Frady

unlic rearing — consideraton or a Zoning ordainance I|ext Amenament or oection 4-

Classification of Uses, Section 5-19-1 CMU Permitted Uses and Section 5-19-2 CMU
Conditional Uses

Presenter: Development Assistance Director Susan Frady

. Update on Downtown Restrooms
Presenter: Downtown Economic Development Director Lew Holloway

10. Comments from Mayor and City Council Members

eports from

a. Report on Surplus Property

. onsiaeration or Appointments to soardas an ommissions an eport or vacancies
A > B

13. New Business

14. Adjourn




Agenda

CITY OF HENDERSONVILLE
AGENDA ITEM SUMMARY
Submitted By: Brian Pahle Department: Admin
Date Submitted; 10/17/18 Presenter: Adam Murr

Date of Council Meeting to consider this item: 11/01/18

Nature of ltem: Council Action

Summary of Information/Request: Item # 05b

Budget Amendment(s):
1. Fire Department Community Fund | Increase $5,000 | Fund 170
2. SAFER Grant Pt. 2 | Increase 545,000 | Fund 10

‘Budgetlmpact: $ s this expenditure approved in the current fiscal year
: budget?N/A If no, describe how it will be funded.

‘Suggested Motion:
| move to approve the budget amendments as presented.

Attachments:
See below...



TO MAYOR & COUNCIL - September 6th, 2018

FISCAL YEAR 2018

BUDGET AMENDMENT
FUND: | 170 |
ACCOUNT NUMBER

ORG OBJECT DESCRIPTION OF ACCOUNT INCREASE DECREASE

1700000 527000  |Purchase for Re-Sale 5,000.00

1700000 499200  |Fund Balance Appropriation 5,000.00
FUND 170 TOTAL REVENUES 5,000.00 -

TOTAL EXPENDITURES 5,000.00

An amendment to provide funding for the purchase of t-shirts to be sold throughout the year. This is a special
revenue fund that has approximately 512,000 in reserves. This purchase will more than likely result in an increase in
the Fund's bottom line. Existing reserves will be used to provide the budget for the purchase.

ITY MANAGER

APPROVED BY CITY COUNCIL:

Date:

DATE:

23/ /0@

J

5/6/2018|

Agenda



TO MAYOR & COUNCIL - November 1st, 2018 FISCAL YEAR 2018
BUDGET AMENDMENT
FUND: | 10 |
ACCOUNT NUMBER
ORG OBJECT DESCRIPTION OF ACCOUNT INCREASE DECREASE
104340 512100  |Salaries & Wages Regular 24,733.00
104340 518100 FICA Tax Expense 1,802.00
104340 518200 Retirement Expense 1,826.00
104340 518300 |Group Med./Life Ins. 4,224.00
104340 512200 |Salaries & Wages O/T 19,305.00
104340 512900 Salaries & Wages P/T 13,280.00
104340 554000  |Capital Qutlay Motor Vehicles 30,000.00
104340 553000 Mon-Capital Equipment 23,900.00
104340 521200 Uniforms 1,400.00
109910 599100 Contingencies 10,300.00
100030 425000  |ABC Revenues 20,000.00
100030 433400  |Electricity Sales Tax 25,000.00
FUND 10 TOTAL REVENUES 45,000.00 x
TOTAL EXPENDITURES 87,885.00 42,885.00

This is a second amendment to the SAFER grant program received by the Fire Department. Part of this plan was to
|use funding saved from over-time and part-time salaries to pay for an additional position with the Fire Department.
This pasition is proposed to be a Fire Training Officer. Additionally, the posiiton will require 1-time expense of a
vehicle and various equipment. Revenues that are expected to come in higher than budgeted will be increased to

cover the additional 1-time expenses.

N 7 Nd \
e 7

/ 1¥CITY MANKGER Date:

APPROVED BY CITY COUNCIL: DATE: | 11/1/2018]

Agenda

45,000.00
45,000.00
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CITY OF HENDERSONVILLE
AGENDA ITEM SUMMARY
Submitted By: Lee Smith Department: Utilities
Date Submitted: 10/24/2018 Presenter: Lee Smith

Date of Council Meeting to consider this item: 11-01-2018

Nature of Item: Presentation Only

Summary of Information/Request: Item # 05c

The City of Hendersonville, Water & Sewer Department prepared and adverlised a request for bid (RFB-19-01) for water
meter boxes and brass components. A total of six (€) bids were received. Sealed bids were opened October 9, 2018 at
2:00pm at the City's operations center. Upon opening, it was determined one bidder (Tec Utilities Supply) failed to bid on
two items, thereby causing that vendor to be declared non-responsive. Of the five (5) remaining bids, the apparent low
bidder was Ferguson Waterworks, located at 605 Edbar Street, Asheville NC.

‘Budgetimpact: §N'A s this expenditure approved in the current fiscal year
: budget?N/A If no, describe how it will be funded.

‘Suggested Motion:
| mowve City Council to award bid RFB-19-01 to Ferguson Waterworks for water meter boxes and brass components.

Attachments:

Bid tabulation sheet
Individual bid sheets for each bidder



HENDERSOMVILLE WATER AND SEWER

epuaf

BID TOTALS
WATER METER BOXES AND BRASS COMPONENTS

| Rt o | 1901
Lire Descrigfion Bd;der‘s Link Coa
TEC Urillties Ferguion Fortiline Gibson [ thiller Core ard Main quantity]
1| inner/Outer Basral SET/CEBA 59046 | s2.713.80 |  s10a7 5314160 590,53 52.727.60 5105.19 $3.185.70 5107.25 $3.217.50 510675 53,2050 30
2 | outer Barelicnon 40,00 £5182 £1,826.72 £67.82 5344157 $56.75 §1,043.00 $57.25 S2.061.00 455,85 £2.010.60 16
1| Bew, 5/8" X 3/8" Meter Crescent with Driled Lid/C8111-233-T-NL 525615 | soamiao0|  sisass $91.756.80 $308.95 $111.223.00 i 116360 F2411% 204.014.00 535991 $93,567.60 | 360
4 | Coupling 3/8” MIPT X 34" 178 Bend/LA-84-33-G-KL 513.55 $677.50 §14.31 $715.50 $29.62 5145100 S50 =135.00 sl 3.0 $14.58 5729.00 50
5 | Coupling. 3/4" % 1° Pack Jaint, Sraight/CB4-34-G-M, $12.30 $2,460.00 §1251 $2.571.00 $13.54 $2,708.00 512.79 52.558.00 51100 SE0000 $12.85 $2.570.00 00
6 | Cougling, 3/4° X 3/4" Pack loint EAL LE4-33.6-NL 512.17 51,217.00 51247 $1,247.00 $18.74 $1,874.00 512.65 $1,265.00 $12.80 $1.280.00 $12.72 $1.372.00 100
7 | counling, 3/8% ¥ 34" Pack Joint Straight/C84-33.6.ML $11.13 £1,112.00 $11.38 $1,138.00 $12.50 51,250.00 S11.54 §1,154.00 §1L.70 $1,170:00 $11.61 £1,161.00 100
8 | Coupling, 3/4% X 3/4" Pack Joint Union £44-13-G-NL 513,54 $1,602.50 £1187 §1,733.75 £15.24 §1,9015.00 s14.06 51,757.50 s14.30 S1.787.50 $10.14 §1,767.50 125
9 | Coupling 1" ¥ 1% Pack Jaint Unisn C-84-24-G-HL 515.49 $1.936.25 $15.85 51,983 50 51663 5107875 FH08 FLOL8.00 e oL 51617 52002125 125
16| Coupling, 3/4° % 1° Pack laint Union C-61-95-59 §15.73 $786.50 $16.62 $531.00 51554 $782.00 SIAES #MLD $17.00 Smsn.00 $16.94 $847.00 50
11| Coupling, 3/4" MIPT % 1" £T5 Pack joint ELL/ L84-34-G-NI. §12.30 $1.845.00 31682 52.535.00 52881 $4,323.00 L 5257400 517.38 52,602.50 S17.35 $2.58750 150
12 | Coupling, 1° % 1° Pack foint ELL LB4-44.G-HL 530,25 550625 £21.40 £535,00 $24.05 561,25 $20.71 554175 $22.00 $550.00 4$21.82 554550 ]
13 | Coupling, 1° FIPT X 1°% €T% 90 Degree FLL L14-44-6-NL £35.70 £642.50 £2717 £679.25 42898 $724.50 52755 5584.75 $37.85 69625 £27.70 £5521.50 1%
14| Beanch, 1" ¥ 3/4" ¥ 3/4° Pack Joint Y44-243-G-NL $28.01 $700.25 $29.50 $740.00 $29.99 §749.75 wm iz $30.35 175 S30.18 5754.50 =
15 | Tee 387N 3047 % 3747 Pack loin T448-333-G-M §32.76 SH19.00 53451 $865.25 535.04 $876.00 $35.10 3710 535,50 $887.50 £35.28 5882.00 -]
16 | Tee, 3/4° % 3/4° ¥ 1" Pack Joint T444-2343.6-N1 $34.90 $1.745.00 $38.88 5184400 $37.36 51,868.00 $37.39 $1.869.50 53780 SL800.00 $37.59 $1.579.50 50
17 | Tes, 178 17X 374" Pack aint Td4d.443-G-HL 538.98 £899.50 43808 £950.75 £41.67 51,041.75 #3056 $564.00 539,00 #975.00 £38.77 5969.2% 15
18| Tee, 1% 17X 17 Pack boint T444-044-G KL 535.03 £875.75 £37.04 $926.00 $48.58 51,214.50 w56 893300 530,080 $950.00 $37.76 $944.00 5
19 | Tee 27K 27K1" Reduter Tee TIS4-T74-HL 0.0 $69.81 $698.10 $99.30 $993.00 F0EE =708.60 $TLED e 57133 $712.30 10
20| si0p, 3/4" Curb, Mals/BA1-233W-HL 524.03 $8,410.50 53551 $8.963.50 $32.1 $11,2B0.50 s i e 52630 #A.20500 $26.11 59,138.50 350
21| %1op, 17 Curb, Male/B-B1-2440-NL 56214 53,107.00 £51.76 53,588.00 §53.14 52,657.00 552,54 51.627.00 $53.10 52,655.00 $52.82 $2,641.00 50
22| Swop, 3/d° X 3/a” Ball Valve, CTS BA4-333W-G-ML §50.67 $1,266.75 55353 5133825 55588 $1.397.00 554.29 £1,357.25 5400 $1,37250 e 5136425 55
23| 510p. 1" Ball Vahve. 75 B44-244W-G-NL §75.37 $22.611.00) 57638 $22.914.00 $83.54 $25.062.00 sl SLNALO0 §78.25 A2RATS.00 577.47 §23,36000 | 300 |
28| stop. 3/4° Corporation/FEID00-3-G-NL $35.86 $1.075 80 $37.90 $L137.00 $39.54 51.196.20 $1843 51152.50 $38.90 5$1,167.00 £38.63 $1.156.90 £
25 | Stop. 1° Corporation/FB1000-8.G-NL 54716 | s1aaso0|  sasm 514,493.00 553.51 516,053.00 $00 §14,700.00 $49.50 14,850.00 545.25 s14.77500 | 300
36| 510p, 2% Corporation/FE1600-T-HL $16542 | 5165400 | si7aml $1,748.10 $1B118 5183150 517728 $L77280 #1830 #1200 $178.20 $1,782 00 10
27 | Vabve 3/4" Dual Check/MMCRI-333-HL 543,71 $10.660.50]  S44.20 549.035.00 £54.31 £24,430.50 $44.49 $20.020.50 4540 520420.00 £45.17 $20,326.50 450
28 | Wahve, 1* Dudl Check/HHOE1-484-KL $84.17 $2,104.25 $88.03 §2.31325 510510 5262750 585.29 5213125 S9L.15% $2.278.3% 490,65 £2.266.25 5
23 | coupling 17X 1° Pack kit Straight C84-44-G-NL $15.49 $309.80 5139 $378.20 $14.76 §295.20 i 330 51430 208600 S14.18 528350 W
30 | Box, 1 Meter, Crescent, Valves CB111-444.T-00 536437 | ssaesss | smeve 5148140 $366.26 §5,493.50 5380.84 §5.712.60 5389.00 3583500 538664 55.799.60 15
siennsn sisneesis|_ 5153590 | s193evesr | saposs | s93307.327 | 5183703 | S109803.40 | $1864.05 | 20301950 | $185320 | S202.01230
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HENDERSONVILLE WATER AND SEWER
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REQUESTS FOR BIDS FOR
WATER METER BOXES AND BRASS COMPONENTS

Bidder:

Fierguson Waterworks

Address __BO0S Edbar Street, Asheville, NC

Contact:

Jowd Everett

Date:  L0/5/2018

wono oo ]

Email: _joel.ovorett@fergusan eom Phone: _ 828-277-7100 Maobile:
Line Description Manufacturer c";:‘:;” COH Part No. Ma;:’m'“ Quantity ﬁﬁ‘:’; Unit Cast Total Cost
1 Inner/Quter Barrel SET/CBAA Ford Meter Box USA B-0660-05 . CBEA ED] ea_ |& 472 |5 314160
2 Outer Barrel/CBOB Fard Meter Box LA B-0660-04 | CBUB 35 es |§ 535205 192672
3 Box, 5/8" X 3/4" Meter Crescent with Drilled Lid/CB111-233-T-NL Ford Meter Box UsA B6255-42 | c8111233ML | 360 e |S 25488 |§ 91,7560
4 Coupling 3/4" MIPT X 3/4" 1/8 Bend/LA-84-33-G-NL Ford Mater Box Lsa C6191-71 | LA8433GNL 50 B |5 1431 | § 715.50
5 Coupling, 3/4" X 1° Pack laint, Straight/CB4-34-G-NL Ford Mater Box USA C-5196-31 EBA34GNL 200 s % 1261 |5 252200
& Coupling. 3/4" X 3/4" Pack Jaint ELL L34-33-G-NL Ford Meter Box LI5A C-6191-91 LE4336ML 100 ea 5 1247 | 5 1,247.00
7 Coupling, 3/4" X 3/4" Pack Joint Straight/C84-33-6-NL Ford Meter Bax LSA C-6196-30 | CR433GML 100 Ba |5 1138 |§  1,138.00
[ Coupling, 3/4° X 3/4" Pack Joint Unign C44-33-G-NL Ford Meter Box USA C-6195-68 CA4433GHL 125 Ea 5 1387 |5 1,733.75
9 Coupling, 1" X 1" Pack Joint Unkon C-44-44-G-NL Ford Meter Bax USA C-6195-70 C4444GNL 125 Ba 5 1536 | 5 198250
10 | Coupling, 3/4" % 1" Pack Joint Union C-61-95-63 Ford Meter Bax usa C-6195-69 | C4434GNL 50 I ) 1662 | & 831.00
11| Coupling, 3/4" MIPT X 1° CTS Pack Joint ELL/ L84-34-G-NL Ford Meter Box Usa C619190 | LB434GNL | 150 ea_ |3 1692 |$  2,538.00
| 12 | Coupling 1" X 1" Pack Joint ELL L84-44-G-NL Ford Meter Box UsA C6191-93 | LBA44GNL 25 g2 |3 2140 | $ 535.00
13 Coupling, 1" FIFT ¥ 1"X CT5 30 Degree ELL L14-44-G-AL Ford Meter Box usa C-6191-94 Lid44GMNL 25 ea 5 27T | & 579.25
14 Branch, 1 X 3/4 X 3/4" Pack loint Y44-243-G-NL Ford Meter Box usa B-6220-00 | 'Y44243GML 25 e |3 29.60 [ $ 740.00
| 15 Tew, 3/4%K 3/4" X 3/4 Pack Joint T444-333-G-NL Ford Meter Box LS4 T-1848-00 TA44333GNL 25 e 5 MEL | S 865.25
16 | Tee, 3/4" X 3/4" X 1" Pack Joint T443-443-G-NL Ford Meter Box LIsA T-1848-01 | T444334GNL | S0 ea 1§ 3688 (5 184400
17 Tee, 1" X 17 X 3/4" Pack Joint T444-443-G-NL Ford Meter Box LSA T-1848-02 T444443GNL 25 ea 5 3803 |5 950.75
18 Tee, 1" X 1" ¥ 1° Pack Joint T444-444-G-NL Ford Meter Box LISA T-1B48-15 Td44444GNL 25 ea 3 3704 | 5 S26.00
| 19 | Tee, 2"X2"X1° Reducer Tee T184-774-NL Ford Meter Bax Usa T-1848-25 | T184774NL | 10 e |$ 6981 | § §38.10
20 | Stop, 3/4" Curb, Male/881-233W-NL Ford Meter Box usa §791501 | B81233WNL | 350 ea |3 2561 |5 896350
21| Stop, 1" Curb, Male/B-81-344W-NL Ford Meter Box usa §791502 | eS134awNL | 50 ea_ | 5176 | 2,588.00
12 Stop, 3/4" X 3/4" Ball Valve, CTS B44-333W-G-NL Ford Meter Box Lsa 5-7915-11 B44333WENL 25 Ba 5 5353 | S 1,338.25
23 Stop, 1° Ball Valve, CTS B44-444W-G-N1, Ford Meter Box USA 5-T915-15 BA4444WENL 300 el 5 7638 | 5 22,914.00
24 Stop, 3/4" Corporation/FB1000-3-G-NL Ford Meter Bax USA 5791503 | FBLO00IGHL 30 ea 4 3780 (5  1137.00
25 | Stop, 1" Corporation/FB1000-4-G-NL Ford Meter Box UsA 5790505 | FB10004GNL | 300 e |$ 4831]% 1449300
REQUESTS FOR BIDS FOR
WATER METER BOXES AND BRASS COMPONENTS
Line Deseription Manufacturer ""’;n"'_’:l':""f conPart o, | ™ 'm * | quantity ;:;:u‘: Unit Cost Total Cost
26 Step, 2° Corporation/FELE00-T-NL Fard Meter Box Li5a 5-r900-05 FBLGDOTNL 10 - 17481 | 5 1,748.10
27 Valve, 3/4" Dual Check/HHCB1-333-ML Ford Meter Box USA V-0454-00 I-III'ICHI_E;_HHL 450 5 4430 | & 19,935.00
28 | Valve, 1" Dual Check/HHCB1-444-NL Ford Meter Box Usa V049401 | HHcsiaaanL | 25 s 8893 |8 220335




HENDERSONVILLE WATER AND SEWER
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Coupling, 1° X 1" Pack Joint Straight CB4-44-G-NL

Ford Meter Box

C-6196-33
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5 13.91
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UsA
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5 93.76
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HIMDERSONVILLE WATER AND SEWER 8'
RECUIESTS FOR BIDS FOR |
WATER METER BOXES AND BRASS COMPONENTS
Bidder: __ COM ANDMAM Comacr, _wasx sevinma e YT |
Adedrei 23 SWEETEN [ Dmte: __18/8r3018 |
Emalt  mat spmuimiSooeardmmncom Phone:  BIR-JTARIST ___ Mokde: BmTiveser
Line Desoriprion Marnusacrores "‘q"‘;"' compart e, | M iy U | s | Temieon
1 | ineer/Outer BarrelsET/CEEA fospuereneox | us | eocevos | cesn | Mo f e fs  wersls naasel
21 ey BarveloBOB fospuTiReOr | ush | 606004 | chosde M L B SEEE g 200040
3 4° Mieter Crescent with T | Fosd ueTDR oo A pErisn | ceamgan | pes w 5901 |5  o93teren
i Cosgling, B/ MIPT X 3/4" 1/ Ben dfiA-$4-33--H1 | FORD WTIR Box e 1T | Lassasany _',Ig 1se) s T2 |
i Covpling, 3/8 X 1" Pyck iolne. wraightfceasegm | Fosm eETER ge L COL6M | ChedecuL | w00 | ex |F 0 128615  3570.0
[ Coupling, 34" X% 5/4" Pack Joint ELL LES-33-6-ML PR MAETER B uza caisisl | wenmee | o e |a 1272]5 Lrvaon
?_| Cosling 3/a" X34 Pack joint Shraightjrasasate | o weres sow use ceroep | cvemen | deo | e |5 jmieis  wiemw
i AE/4" Pack C4433-GHL FORI METER BOX uizA 619568 | cesmany | am a |5 14145 1TeTss |
3 Lompling 1° 3 1° Pack keint Unicn £-64-44-G-NL FOMD) MIETER, BOK Lisa CH195.70 | cesdadnl | 17w = |5 1607 | 5 361 |
30 | Cousfing 34" X 1" Pack boint Unicn C-51-05-00 PO TR A U CH195 69 | cesaecnl | s - |3 Baals  mareo |
1 Conuclirg, 3" MIPT £ 1° €15 Pack Skt 11/ L2838 -5-HL O MaTER B L, 619190 | sddsc | 1% - 735|5  asenss
13 Comzfing, 1* X 1" Pack boint 1L LBA-42G-N1 FORD METER RO 17 CElegy | wmdaasa |5 L k] 54550 |
1 Cowpling. 1° PUFT ¥ 1 CT5 90 Degree ELL L1 8-48-0 51 FORT METER BOK uga_ cdam1d | 1aasscm | s ea |8 e ls §92.50
13 1703 W 38" Pk L FORD METER, BOX Lga BERR000 | YA-daaGWL | 2% ga | % k] TEASD
15 Tipes, 470 004" X 344 Prach Joley Tdi-A00-5-HL PO METER BOX LT vaseseo | Tewasasam | as T w38 |4 e |
| IE Tos, AF4° 038" 1° Prck beint Taid-243-G-HL O METER BOX Lia T2E4801 § T A0 g2 |5 ErL LN b ]
a7 Ton, 17K 1% 8 378" Pack Joind Taad-443-5-NL FORD METER BOX 2 T284303 | Tésdsanami | M = |5 BT 33 |
P a8 Tre, 1% 1% 5 1 Pack Seiint T4dd-Aad-2-0e FOAT METER BOX Lt T-848-15 | Tasd-sasanii | 3 e |38 wrsls $saca |
L 19 Tgw, 7~ K I % 17 Reducer Tee THEA-THE-NL FOND MITER BOX (L) T-1848-35 | TIB4TT4NL i e |5 et EFEET]
20 Map, J5 Curh, Wace/BE1 Pava- ML |__FOHD MT i RO s aEmason | BEl-333wWKL | 350 ga__ |5 263115 913850 |
il St 17 Clrb, Male/B-01- 3408 ML FORD METER B 15, S9a567 | G8]-asemm 50 s |4 Sre3 )¢ dmale0
A2 Slog, 347X 34" Ball Vabee, £75 BA4-33TWG-HL FORD METES BOX s 5793512 | BaA-RpIwos | 2% g2 |5 5es7)§  136a3s |
AR | mios ) BalVahe, CT Bla-440W-5-NL FORD METER BOX i) 57935-15 | Bad-sdewgam | oo ea |5 TIAT S ZRMELCO |
4 Fop. 34" Corporation FRLO00-3-G-NL FORD METER BOX A 5753503 | FEADOO.BAML | 0 ea_ |5 3eE3 | 5 115K $0
L] r B FORD WAETER B A wrsenos | FERooo-sos | jog = |t 2935 |5 3477500
REQUESTS FOR BIDS FOR
WATER METER BONES AND BRASS COMPONENTS.
Deseription Manubsctures E" oM pan o, | MR nits ol | can Total Cost
|__itop. ¥ Corporstion/TRAGO0-7-L_ FORD METER B A $-7190005 | FE1S00-TML $  ATRIo|%  17RIEO|
Vahve, 374" Doual Check/MHCA1-333-NL FORD METER BOX | uma | vodsess | HHCRI-BSM | 5 4517 |5 2033658 |
e, 2 (sl Chiech /HHCBI AS4-HL FORD METER BOX. L] VDb ] HHOKD 441N 5 S5 |5 LIS
Coupling 1° X 1° Pack Joina Straighs CRI-44-G-HL FORD METF& ROX __lwsa CE19E0Y | CRA-SAGNL H 1419 IBRED
Bos, 17 Meter, Cresoemt, Vakves CB111-884-T-HL | FORD METER B s BErsias | Couilaee §_ 38REN

5,TO8E0
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HENDERSCNVILLE WATER AND SEWER

WAV O

A

AT RN L YA <
o \J N e
s

REQUESTS FOR BIDS FOR
WATER METER BOXES AND BRASS COMPONENTS

Bidder: __Fortiline Waterworks Contact: __Bruce Brumbaugh RFa Ne. 15-01
Address 1260 Sweeten Creek Road, Asheville NC 28803 Date:  10/8/2018
Emall: Phone: _ 828.273.8510 Mobile: _ 864.303.5168 \I{" ~
|
Lieve Description Manufacturer cwr!tr_'mf COH Part No. Mehufacturer Port : Qwantity Units of Unit Cost Total Cost
Origin M. | heasure

1 Inner/Cuter Barrel SET/CBEA AY McDonald us B-0660-05 77RUS | 30 a3 5092 |§ 272760
2 Cuter Barrel/CBOB AY MecDonald us B-0660-04 TTRUSouter 36 ea_ |5 67.82 [§ 244152
3 Box, 5/8" X 3/4" Meter Crescent with Drilled Lid/CB111-233-T-NL AY McDonald us B-5255-42 77R211beggidl 360 s |3 30895 | & 111,222.00
4 Coupling, 3/4” MIPT X 3/4" 1/8 Bend/LA-84-33-G-NL Musller us C-6191-71 G15529 250N 50 s |5 2962 [ 5 148100
5 Coupling, 3/4* X 1" Pack Joint, Straight/C84-34-G-NL Mueller us C-5156-31 G15428 254N 200 ea | % 1354 [§  2.70M.00
B Coupling, 3/4™ X 3/4" Pack Joint ELL LB4-33-G-NL Mueller us C-56191-51 G15526 250N 100 e |8 18.74 [ 1874.00
7 Coupling, 3/4” X 3/4" Pack Joint Straight/C84-33-G-NL Mueller us C-6196-30 G15428 2500 100 ea | % 1250 [§  1,250.00
B Coupling, 3/4™ X 3/4" Pack Joint Union C44-33-G-NL Mueller us C-5195-68 G15403 250K 125 e |% 1524 |§  1,905.00
9 Coupling, 1* X 1" Pack Joint Unkon C-44-44-G-NL Mueller us £-§195-70 G15403 330N 125 ea | & 1663 & 207875
10 Coupling, 3/4 X 1° Pack Joint Union C-61-05-69 Mueller us C-5195-69 P15451 254N 50 ea  |% 15.64 | § 782.00
11 Coupling, 3/4" MIPT ¥ 1" CTS Pack Joint ELL/ LB4-34-G-NL Mugller us C-5191-90 G15531 254N 150 ea | % 2882 |§  4323.00 |
12 Coupling, 1" X 1" Pack Joint ELL L84-84-G-NL Mueller us £-5191-93 G15525 330N 5 ea  |% 2405 | % 601.25
13 Coupling, 1" FIPT X 1°X CT5 90 Degrea ELL L14-44-G-NL Muallar us €-5191-94 G15533 330N L] ea |5 858 | § 724.50
14 Branch, 1" X 3/4" X 3/4" Pack Joint Y44-243-G-NL Mueller us B-5820-00 G15434 354N 25 ea |5 2990 | § 749.75
15 Tee, 3/4"X 3/4" X 3/4" Pack Joint T444-333-G-NL Mueller us T-1843-00 G15381 250N 25 ea |5 35.04 | § £76.00
16 Tee, 3/4 X 3/4" X 17 Pack Joint T444-443-G-NL Mueller us T-1848-01 G15381 275N 50 ea  |§ 37.36 |5  1,868.00
17 Tee, 1" ¥ 17X 3/4" Pack Joint T444-443-G-NL Mueller us T-1848-02 G15381 361N 25 e |$ 4167 [ 5§ 104175
18 Tee, 1" X 1" X 1" Pack Joint T444-444-G-NL Mueller us T-1848-15 615381 330N 5 s |5 4858 | S 121450
15 Tee, 2" ¥ 2" X 1" Reducer Tee T184-774-HL Mueller us T-1848-25 015393 575N 10 ea_ |5 99.30 | 5 993.00
20 Stop, 3/4" Curb, Male/BR1-233W-NL Mueller us 5-7915-01 02085 R 250N 350 ea & 32.23 |5 11,280.50 |
21 | Stop, 1" Curb, Male/B-81-344W-NL Mueller us 5791502 | 020285R330N_ | 50 ea |S  5314]%  2657.00
22 Stop. 3/4" X 3/4" Ball Valve, CTS B44-333W-G-NL Muellar . us 5-7915-12 GI5209250N | 25 | _ea |% 5588 [§  1397.00
23 Stop, 1* Ball Valve, CTS B43-444W-G-NL Mueller us 5-7915-15 25209 330N F 300 3 5 8354 |5 2506200
24 Stop, 3/4" Corporation/FBLO00-3-G-NL Mueller us 5-7915-03 G25008250N | 30 ea |5 3994 |5 1,198.20
35 | Stop, 17 Corporation/FB1000-4-G-HL Mueller us 5-7905-05 G25008330N | 300 ea | $ 5351|$  16,053.00
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REQUESTS FOR BIDS FOR
WATER METER BOXES AND BRASS COMPOMENTS

Country of Manufacturer Part U
Origin COH Part No. | urer Quantity| UME0F 1 cost Total Cost

Line Description Manufacturer
Mo Measure

26| Stop, 2" Corporation/FB1600-7-NL Mueller us 5-7900-05 020045 550N
27 | Valve, 3/4" Dual Check/HHCE1-333-NL Ford Us V-0494-00 HHECB1333NL

183.19
54.31

1.831.90
24,439.50

Valve, 1" Dual Check/HHCB1-444-NL Ford s V049401 HHCBI444NL 2.627.50

Coupling, 1° X 1* Pack Joint Straight CB4-44-G-NL Mueller Us C-6196-33 G15428 330N |

14.76 295.20

B EE

s
5
5 105.10
5
s

Box, 1% Meter, Crescent, Vahves CB111-444-T-NL AY McDonald us B-6255-44 TTIR415begpdll | 356.26 5:493.90

= =R

3

33

34 T T

a7

a1

42

43

45

lﬂﬁﬁﬂﬂ

5
5
]
3
3
5
5
5
5
5
$
5
s
39 5
3
5
§
§
5
$
5
§
§
4§
3
5
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HENDERSONVILLE WATER AND SEWER

REQUESTS FOR BIDS FOR
WATER METER BOXES AND BRASS COMPOMENTS

Bidder: _ Gibson Supply Inc. Contact: Gaffney Gibson : AFR Nu.

Address 141 Lee Vaughn Read Simpsomville SC 296814437 Date: 10/8/2018
Email: _gibsonsunpivinc@amail eam Phane: 864-963-5157 Mobile:_864-905-2375
Lirue Description Manufacturer co"'".u.“f COH Part No. Manul‘awlum Part No. | Cluantity Winics of Unit Cost Total Cost
Origin 1 Measure

1 | inner/Outer Barrel SET/CBBA Ford Meter Box Company, Inc. UsA B 0B60-05 CBEA 30 ea |$  10e19|§  3ims.70
2| Outer BaerelfCBOB Ford Meter Box Company, Inc. usa B-0660-04 CBOB-NS 35 e |3 5675 |4 2.043.00
] Bow, 5/8" X 3/4" Meter Crescent with Drilled Lid/CB111-233-T-HL Ford Muter Box Company, Inc. UsA B-G255-42 CB111-333-L-T-HL 180 ea % 601|858 9216360
4 Coupling, 34" MIPT X 3/4° 1/8 Bend/LA-84-33-G-NL Ford Murter Box Company, Inc. L UsA C-6191-71 LAB4:33-G-NL 50 ea ] 1450 |3 725.00
5 Coupling, 3/4" X 1* Pack Joint, Straight/CB4-34-G-NL Ford Meter Box Company, Inc Usa C-6196-31 CEA-34-G-NL 200 ea 5 127904 255300
[ Coupling, 3/4° X 3/4" Pack Joint ELL | 84-33-G-NL Ford Meter Box Company, Inc. UsA C-6191-91 LB4-33-G-NL 100 ea 5 12655 1,265.00
7 Coupling, 3/4” X 3/4" Pack loint Stralght/C84-33.G-NL Fard Meter Bow Company, Inc. LiSA C-6196-30 C84-33-G-NL 100 ea 5 1154 15 115400
8 | Coupling, 3/4™ X 3/4" Pack aint Unien C44-33-G-NL Ford Meter Box Company, Inc UsA C-6195-58 £44-33-G-NL 125 s |5 4.06 |5 1,757.50
a Coupling, 1% % 1" Pack Joint Union C-14-44-G-NL Ford Meter Bow Company, Inc. UsA C-6195-70 C44-44-G-NL 125 ea |5 16085  2,010.00
10 | Coupling, /4" ¥ 1* Pack Joint Union C-61-95-69 Ford Meter Bax Company, Inc. Ush C-6195-69 C44-34-G-hL 50 g |5 1685 | § 842.50
11 | Coupling, 3/4" MIPT X 1" CT5 Pack Joint ELLS LE4-34-G-NL Ford Meter Box Campany, inc. LS, C-5191-80 LE4-34-G-NL 150 ea § 17.16 | & 2,574.00
12 | Coupling, 1" ¥ 1" Pack Joint ELL L84-44-G-NL Ford Meter Box Company, Inc. LisA £-6191-93 LB4-44-G-NL 5 w |5 171l 542.75
13 | Coupling 1" FIPT X 1"X CTS 50 Degree ELL L14-44-G-NL Ford Meter Box Company, Inc usA C-6191-04 LLd-44-G-h, 5 ea |5 175513 BE8.75 |
14 Branch, 1" X 3/4" X 3/4" Pack Joint ¥44-243-G-NL Ford Meter Box Company, Inc. USA B-6R20-00 ¥44-243-G-NL =5 e 5 w002 |4 750,50
15 Tee, 3/47K 3/4" ¥ 3/4" Pack Joint T444-333-6-NL Fard Meter Box Company, Inc LISA T-1848-00 Tiddd-333-G-NL 75 o 4 3510 | & E77.50
16 | Tee, 3/4" X 3/4" X 1" Pack Joint T444-443-G-NL Ford Meter Box Company, Inc. LI5A T-1848-01 T444-334-G-HL 50 ea H 37398 1,B65.50
17 | Tes, 1°X1° X 3/4" Pack boint T444-243-G-NL Ford Meter Box Company, Inc. UsA T-1848-02 T444-443-G-HL 25 e | % 3856 |$ S64.00
18 | Tee, 1" % 1" % 1" Pack Joint T444-444-G-NL Ford Meter Box Company, Inc. L5 T-1848-15 Tadd4-844-G-NL 13 ea |3 3756 |5 939.00
19 | Tee, 2" 2" ¥ 1" Reducer Tee TLE4-774-NL Ford Meter Box Company, Inc. UsA T-1B48-25 T184-774-G-NL 10 ea  |$ 70.86 | § T08.60
20| Stop, 3/4" Curb, Male/BE1-233W-NL Ford Meter Box Company, Inc. LsA 5791501 BE1-233W-NL 350 ea_ |3 1596 |5 9,086.00
il Stop, 1° Curb, Male/B-81-344W-NL Ford Meter Box Company, Inc. USA 5-7915.02 BE1-344W-NL 50 ea 4 5254 (% 2,627.00
22 | Stop, 3/a" X 3/4" Ball Valve, CTS B44-333W-G-NL Ford Meter Box Company, Inc. usa 5791512 B44-333W-G-NL % e |38 5429 |5  1357.75
23 | Stop, 1" Ball Valve, CTS Ba4-444W-G-NL Ford Meter Box Company, Inc. USA 5-7915-15 B44-449W-G-NL 300 ea  [$ 77475 2324100
24 | swep, 3/4" Corporation/FE1000-3-G-NL Ford Meter Box Company, Inc. s 5791503 FB1000-3-G-ML E] ea |3 38435 1,152.90
i Stog, 1" Corporation/FA1O00-4-G-NL Ford Meter Box Company, Inc. (1) 5790505 FR1000-4-G-NL 300 ea 5 49.00 (5 14,700.00

REQUESTS FOR BIDS FOR |
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WATER METER BOXES AND BRASS COMPONENTS

epuaf

o

Line Description Manufacturer '5”;::‘_"“ COH PartNo. |  Manufacturer Part No, | Quuantity :';;‘u‘:: Unit Cost Total Cost
26 | Stop, 2° Corparation/FE1600-7-NL Ford Meter Box Company, Inc. usa 5-7200-05 FB1600-7-NL 10 ea |4 177.28 | & 177280
27| Valve, 3/4" Dual Check/HHCEL-333-NL Ford Meter fox Company, Inc. usa V-0494-00 HHCE1-333-NL 450 @ [% 44.49 | 5 20,020.50
28 | Walve, 1" Dual Check/HHCB1-444-NL Ford Meter Box Company, Inc. UsA V-0434-01 HHCB1-444-NL 25 e |% 82918 223235
23 | Coupling, 1" X 1" Pack Joint Straight C84-84.G-NL Ford Meter Bax Company, Inc. usa C-6196-33 CB444-G-NL 20 ea % 14115 28220
30 | Bow 1" Meter, Crescent, Valves CB111-444-T-NL Ford Meter Box Company, Inc. LsA B-6255-44 CB111-244-1-T-NL 15 ea ] 38084 |5 5712.60
3 AT
32 i T # ( |s 199303.90 >
13 ! s T
34 5 -
35 3 =
3 $ -
37 $ -
3R £l
39 3 -
40 5 =
| H -
42 5
43 5
44 5 -
45 $ -
46 3
47 El
48 $
49 $
50 | 5

. e

\
Mo StBs N0 wWeosn




HENDERSONVILLE WATER AND SEWER

epuaf

REQLIESTS FOR BIDS FOR
WATER METER BOXES AND BRASS COMPONENTS

Bidder:  Miller Supply Company, inc Contact:_Tyler Walsh  Jdseph Batten RFE uu.
Address PO Box 1745 - 1628 5. Main Street - Laurinburg, NC 28353 Date: __10/4/2018 |
Email:__jgev bat ten@millersupchmwaterworks com Fhone: 910-276-7820 Mobile: 910-31B-6226
Line Description Manufacturer ':“;TE'I':"’ COM Part No. '.'“::ﬁ;“.m quantity | Y% 0% | unitcast Total Cost
1 Inner{Outer Basrel SET/CBBA Ford LISA B-D560-05 CBBA £l ea & 107.25| 5 3,217.50
2 Cuter Barrel/CRBOB-NS Ford sh B-O660-04 | CBOB-N5 36 ea 5 57.25]5 2,061.00
3| Box, 5/8" X 3/4" Meter Crescent with Drilled Lid/CB111-233-T-NL Ford Usa B-6255-42 |CB111-233-T-NL 360 ea |3 26115 (5 9401400
4 | Coupling, 3/4" MIPT X 3/4" 1/8 Bend/LA-B4-33-G-NL Ford UsA C-6191-71 [ 1A-84-33G-NL| 50 ea |3 14.70 | $ 735.00
5 | Coupling, 3/4" X 1" Pack Joint, Straight/C84-33-G-NL Ford usa C-619631 | €B4-34-G-NL | 200 ea |3 13.00 (5 2,600.00
6 | Coupling, 3/4" X 3/a" Pack Joint ELL L84-33-G-NL Ford usA C6191-91 | 184-33-G-NL | 100 ea % 12.80 (5 1,280.00
7 | Coupling, 3/4" % 3/4" Pack Joint Straight/CB4-33-G-NL Ford UsA C-6196-30 | CBA-33G-NL | 100 ea |3 1.70]$ 117000
2 Coupling, 3/4" X 3/4" Pack Joint Union C44-33-G-NL Ford USA C-5195-68 C44-33-G-NL 125 ea 5 14.30 | 5 1,787.50
E ] Coupling, 1" X 1" Pack Joint Union C-44-44-G-NL Ford LSA C-6195-70 Cad-44-G-ML 125 (1] E 1625 | 5 2,031.25
10 | Coupling, 3/4" X 1" Pack Joint Union C-61-95-69 Ford UsA C-6195-60 | C44-34-G-ML 50 ea |3 17.00 | § B50.00
11 | Coupling, 3/4" MIPTX 1" CTS Pack Joint ELL/ L84-34-G-NL Ford UsA C-6191-90 | LBa-34-G-NL | 150 ea |3 1735 |8 2,60250
12 | Coupling, 1" X 17 Pack Joint ELL L84-44-G-NL Ford USA C-6191-93 | LB4-44-G-NL 2% ea |$ 22.00 3% 550.00
13| Coupling, 1* FIPT X 1"X CTS 90 Degree FLL 114-84-G-NL Ford Usa C6191-94 | Lid-94-G-NL 25 s |% 27.85 [ % £96.25
14 | Branch, 1" X 3/4" X 3/4” Pack Joint Y44-243-G-NL Ford UsA B-GB20-00 | vaa-243-GNL| 25 ea |5 30.35 | $ 758.75
15 | Tee, 3/4"X3/4" ¥ 3/4" Pack Joint T444-333-G-NL Ford UsA T-1848-00 | Ta444-333-G-NL| 25 s |% 35.50 | % BE7.50
16 Tee, 34" X 3/4" X 17 Pack Joint T444-334-5-NL Ford UsSA T-1848-01 T444-334-G-NL 50 E] 5 37.80| 5 1,890.00
17 | Tee, 1" ¥ 1" X 3/4" Pack Jaint T444-443-G-NL Ford UsA T-1848-02 | TA44-443-G-NL| 25 e |$ 39.00| % 975.00
18 | Tee, 1" X 1" ¥ 1" Pack Joint T444-484-G-NL Ford usa T-1848-15 | Ta44-444-G-NL| 25 ea |8 38.00 | § 950,00
19 | Tee, 2" ¥ 2" X 1" Reducer Tee T184-774-NL FIPxMIPXCTS Ford USA T-1848-25 | T1B4-774-NL 10 ea H 7160 | % 716.00
20 | Stop, 3/4" Curb, Male/BE1-233W-NL Ford usA 5791501 | B81-233W-nL | 350 ea |5 26303  9,205.00
21| Stop, 1" Curb, Male/B-B1-344W-NL Ford LS4 5791502 | BE1-344-W-NL| 50 ea (% 53.10(%  2,655.00
22 | Stop, 3/4" X 3/4" Bali Valve, CT5 B44-333W-G-NL Ford ) 5791512  |B44-333-W-G-Ni] 25 ea |3 54803 137250
23 Stop, 1" Ball Valve, CTS B44-444W-G-NL Ford LSA 5-7915-15 IMWaG-NII 300 (=] 4 JEIS| 5 23,475.00
24| stop, 3/4" Corporation/FB1000-3-G-NL Ford usa $-7915-03 | FB1000-3-G-NL| 30 ea |3 3890 ($  1,167.00
25 | stop, 1" Corporation/FB1000-4-6-NL Ford usa 57905-05 | F81000-4-G-NL| 300 ea |3 4950|$  14,850.00|
|
|
|
|
I
|
| MILLER SUPPLY CO., INC.
' PO. BOX 1745

iw;}

LAURINBURG, N.C. 28353
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HENDERSONVILLE WATER AND SEWER

REQUESTS FOR BIDS FOR
WATER METER BOXES AND BRASS COMPONENTS

Description

Manufacturer

Country of
Origin

COH Part No.

Tlam.rfacturer
Part No.

Units of

Quantity Measure

Total Cost

26

Stop, 2" Corperation/FB1600-7-NL

Ford

UsA

5-7900-05

FB1600-7-NL

10

1,793.00

27

Wakve, 3/4" Dual Check/HHCR1-333-NL

Ford

USA

V-0454-00

HHCB1-333-ML

450

20,430.00

Walve, 1" Dual Check/HHCE1-444-NL

Ford

V-0454-01

HHCB1-444-NL

2,278.75

29

Coupling, 1" X 1" Pack Jaint Straight C84-44-G-NL

Ford

C-6196-33

CBA-44-G-NL

20

286,00

Box, 1" Meter, Crescent, Valves CB111-844-T-NL

Ford

USA
USA
LISA

B-6255-44

CB111-444-T-NL

15

5,835.00

31

32

33

35

EL

37

38

EL]

41

42

ELGGIEIE

45

]
$
$
5
5
5
]
E
s
5
5
5
$
5
§
s
5
5
%
5
5
)
5
5
E]
5

203,119,50

Glossoh Baller—

MILLER SUPPLY CO., N

PO. BOX 1745

LAUHINBUHG, N.C. 28353



HENDERSCNWILLE WATER AND SEWER

REQUESTS FOR BIDS FOR
WATER METER BOKES AND BRASS COMFONENTS

wdec_TEC. AT INE S Supped Jue. Contact Na PP | mono|  wor |
Address = e Rp, GERSEN vl E, T 290 ovae i
m“:mur_ﬂf‘ ) Phone: ~C 758 vovie_E28-2/2- psro
tine Deseription Manufacturer c"m‘“;” COHPa Mo, [ e art e, | 20| S0 |y o Total Cost
1 Inner/Outer Barrel SET/CEBA AY McDansld usa B-0660-05 TIRUSCRBON 30 s |3$ 9046 (5 271340
2| OuterBarredfCeOB B-0560-04 | 36 ea $ -
3 Bow, S/8" X 3/4" Meter Crescent with Driled 1id/CB111-233-T-HL A MeDonaid LSA B-6255-42 TITRI1IB0GG333 360 [T 25615 |5 92,214.00
g Coupling, 3/4" MIPT X 3/4" 1/8 Bead/LA-84-33-6-NL AY Mchionald s 619171 TATSIPGOT 50 ea |3 138515 677.50
5 Coupling, 3/4” X 1" Pack Joint, Stralght/C84-34-G-HL AY McDonald usA C6196-31 TATEIGI0NT 200 en |$ 123045 2,460.00
& Coupling. 3/4” X 3/4° Pack Joimt ELL L84-33-G-NL AY MicDonald ush C6191-91 TATIIMGNT 100 ea 1% 12174% 1,217.00
7 Coupling, 34" X 3/4" Pack Joint Straight /CB4-33-G-NL AY MicDonald WrSA T-6196-30 A TS3GE 34 100 ca s 1 13128 1,112.00
8 Coupling, 364" X 3/5" Pack Joint Union £44-33-6-NL AY fchonabd- US4 C-6195-68 P4 TEEG 54 15 - g2 |5 ' 13sa(% 1692 50 |
9 Coupfing, 1" X 1" Pack Joint Union C-44-44-G-NL Y WeDonald ush C-5195-70 TATSRE 1 - 15 e |8 15451 6 1,936.25
10 | Coupling 504" K 1° Peck Joint Union C-61-55-69 AY Mchonald usA C-6195-69 MTEEE A1 |- 50 ea 1% ¢ 1573(3% 786,50
11 | Coupling 3/4" MEPT X 1" €75 Pack Joint ELL/ LB4-34-G-NL AY RcBonald Ush C-6121-30 TATSIG 1K 34 150 e2 4% . 1230]0% 1,545.00
12 | Coupling 1% X 1* Pack Joint ELL LE5-43-G-NL AY bchonsid UsA C5191-93 T4TTIMG 1 s es |5 " anasis 50635
13| Coupling 1" FIFT X 1'X CT5 90 Degree CLI L14-44-6-NL Y McDonsid uss C5191-94 FAFTH5 1 ' ea s " asap|e £42.50
16 | Branch, 1'% 3/8" X 3/4" Pack Joint ¥44-243-G-NL AY McDonakd usa B-BE-00 TOVSEGANIfY | v 35 mm__ |% . PROL|S 70025
15 | Tee, 3/4°%3/4" X 3/4" Pack jolnt T444-333-G-NL AY McDonald USA T-1843-00 TATEOG 3% ‘5 va |5 7 327603 £19.00 |
36 | Tee, 3M"X3/4" X 1" Pack Joint TAM4-443-G-NL A WicDonald usa T-184801 TATEOS I4NI  §. 35 e |§ ¢ ms0s BT250
17 Tee, 17 % 1% X 3/4” Pack Joint T444-443-G-HL AY MeDonabd usA T-1848-03 FTR0G I X 34 | 5o ea 3 3558 [ S 1,799.00
b1 Tiwr, 17 1" X 1" Pack Joint T444-544-G-NL AY hcDonakd usa T-1848-15 T47506 1 "5 ez $§ “ 3ammls B75.75
18 Tee, 27 ¥ 2" % 1" Reducer Tee TI84-774-HL T-1848-35 ' i (] , ) -
20 | Stop, 3/4" Curb, Misle/B81-233W-NL AY McDosald ush s7915.01 PeioTw3/a  |'350 | en |§ 24038 saws
21 | ‘Stop, 17 Curb, Male/B-81-344W-NL AY hieDanald () SF915-03 FE107W 1 ) ea |5 7 praa|s 3,107.00
22 S2og, 3147 ¥ 34" Ball Valve, CT5 B34-333W-G-NL AY McDenald UsH 57915-12 TEIIWG 34 t s ea 5 50675 1,266.75
23 | Stop, 1" Balt Valve, CTS BA4-S40W-GAIL AY MeDonalkd UsA 5791515 PEIOOWE 1 - 300 e s 75370S 2261000
24 | Stop 3/4" Corporation/FB1000-3-G-NL A¥ MtDonald usA 5-7915.03 7470186 3/4 ‘3 es {S ° 3586|5 107550
25 Stop, 1° Corparation/FEL000-4-G-ML AY MicDonald TEA 5-7905-05 T4TD16G 1 300 Ed 5 47,16 | & 14,158.00
|
REQUESTS FOR BIDS FOR |
WATER METER BOXES AND BRASS COMPONENTS
1
|
tine Description Manufactuner cm”' COMPatMO. || orer l!,' ¢ o, | Cstiy m Uinit Cost Total Cost
26| Stop, 2" Cosporation/FBIG00-7-N0 A¥ McDonald uss 5-7900-05 731483 0 ea  |%  -16542)% 1,654.20
27| wvalve, 3/4" Dual Check/HHCB1-333-N1L AY McDonald usa V-0494.00 FI13M4E33 450 o |s 4371)¢  19650.80 |
28| Vaive, 1" Dusl Check/HHCB1-444-NL AY McDanald UsA V048401 T114MES4 P13 ea |4 841718 210435
9 Loupling, 1" % 1" Pack Joint Straight CB4-84-G-NL AY bcDaand usa C-G196-33 T47SEG 1 0 ea ) 1549 | 5 30580
50 | Gow, 1" Meter, Crescem, Valves CBEL1-444-T-NL AY MecDanald usa B-525544 TT7R41SHOGEE481 15 ea_ |8 364.37 | & 5,865.55 |
31 | ] -
32 | 4 .
33 5 -
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152,692.15

34
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37

39
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Agenda

CITY OF HENDERSONVILLE
AGENDA ITEM SUMMARY
Submitted By: Jennifer Harrell Department: Admin
Date Submitted: 10/19/2018 Presenter: Jennifer Harrell

Date of Council Meeting to consider this item: 11/01/2018

Nature of ltem: Council Action

Summary of Information/Request: Item # 05di

Staff finds it necessary to include procedures in the personnel policy when a state of emergency is declared by the Mayor.
This also addresses overtime pay for essential employees including most exempt employees. Essential personnel are
critical to ensure public safety, provide limited services at a minimum to the City of Hendersonville citizens and customers
and to restore the City of Hendersonville to normal operation during emergency situations/disasters.

Additionally, language needs to be changed in the policy regarding employees who are promoted or reclassified.
Currently, the language provides that those employees promoted or reclassified to the minimum of the salary range be
moved to the probation completion amount upon successful completion of the probationary period. The clause "upon
successful completion of the probationary period” needs to be removed. This revision will clean up the language and deter
any possible inequities that could result under the current language.

Revisions are on page 13,15 and 16 of the attached policy.

BudgetImpact: $000 s this expenditure approved in the current fiscal year
: budget?N/A If no, describe how it will be funded.

‘Suggested Motion:
| mowve City Council approve the revisions to the personnel policy as presented.

Attachments:
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BE IT RESOLVED by the City Council of the City of Hendersonville that the following policies apply to
the appointment, classification, benefits, salary, promotion, demotion, dismissal, and conditions of

employment of the employees of the City of Hendersonville.
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ARTICLE I. GENERAL PROVISIONS

Section 1. Purpose of the Policy

It is the purpose of this policy and the rules and regulations set forth to establish a fair and uniform
system of personnel administration for all employees of the City under the supervision of the City
Manager. This policy is established under authority of Chapter 160A, Article 7, of the General Statutes
of North Carolina.

Section 2. At Will Employment

The employment relationship between the City and the employee is terminable at the will of either at
any time and with or without cause and with or without notice. No employee, officer or representative of
the City has any authority to enter into any agreement or representation, verbally or in writing, which
alters, amends, or contradicts this provision or the provisions in these policies.

Section 3. Merit Principle

All appointments and promotions shall be made solely on the basis of merit. No applicant for
employment or employee shall be deprived of employment opportunities or otherwise adversely
affected as an employee because of such individual's race, color, religion, sex, national origin, political
affiliation, non-disqualifying disability, marital status, veteran status or age.

Section 4. Responsibilities of the City Council

The City Council shall be responsible for establishing and approving personnel policies, the position
classification and pay plan, and may change the policies and benefits as necessary. They also shall
make and confirm appointments when so specified by the general statutes.

Section 5. Responsibilities of the City Manager

The Cil‘y Manager shall be accountable to the Cil}f Council for the administration and technical direction
of the personnel program. The City Manager shall appoint, suspend, and remove all City employees
except those whose appointment is otherwise provided for by law. The City Manager shall make
appointments, dismissals and suspensions in accordance with the City charter and other policies and
procedures spelled out in other Articles in this Policy.

The City Manager shall supervise or participate in:

a) Recommending rules and revisions to the personnel system to the City Council for
consideration;
b) Making changes as necessary to maintain an up to date and accurate position

classification plan;

L
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c) Preparing and recommending necessary revisions to the pay plan;
d) Determining which employees shall be subject to the overtime provisions of FLSA;
e) Developing and administering such recruiting programs as may be necessary to obtain

an adequate supply of competent applicants to meet the needs of the City;

f) Performing such other duties as may be assigned by the City Council not inconsistent
with this Policy; and

g) Appointing an employee to the role of Human Resources Director.

Section 6. Responsibilities of the Human Resources Director

The responsibilities of the Human Resources Director are to make recommendations to the City
Manager on the following:

a) Recommending rules and revisions to the personnel system to the City Manager for
consideration;

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

c) Recommending necessary revisions to the pay plan;

d) Recommending which employees shall be subject to the overtime provisions of FLSA,;

e) Maintaining a roster of all persons in the municipal service

f) Establishing and maintaining a list of authorized positions in the municipal service at the

beginning of each budget year which identifies each authorized position, class title of
position, salary range, any changes in class title and status, position number and other
such data as may be desirable or useful;

g) Developing and administering such recruiting programs as may be necessary to obtain
an adequate supply of competent applicants to meet the needs of the City;

h) Developing and coordinating training and educational programs for City employees;

i) Periodically investigating the operation and effect of the personnel provisions of this
Policy; and

i) Performing such other duties as may be assigned by the City Manager not inconsistent
with this Policy.
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Section 7. Application of Policies, Plan, Rules, and Regulations

The personnel policy and all rules and regulations adopted pursuant thereto shall apply to all City
employees, The City Manager, City Attorney, members of the City Council and advisory boards and
commissions will be exempted except in sections where specifically included. An employee violating
any of the provisions of this policy shall be subject to appropriate disciplinary action, as well as
prosecution under any civil or criminal laws which have been violated.

Section 8. Departmental Rules and Regulations

Because of the particular personnel and operational requirements of the various departments of the
City, each department is authorized to establish supplemental written rules and regulations applicable
only to the personnel of that department. All such rules and regulations shall be subject to the approval
of the City Manager, and shall not in any way conflict with the provisions of this Policy, but shall be
considered as a supplement to this Policy.

Section 9. Definitions

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

Adverse Action. A demotion, dismissal, reduction in pay, layoff, suspension, or an involuntary
transfer.

Allocated Position. An allocated position is authorized as a regular position by the City Council.
Regular allocated positions are assigned a specific job title, salary grade, salary range, duties, and
minimum qualifications. Appointments to allocated positions are made through a competitive selection
process. All City positions are subject to budget review and approval each year by the City Council.

Compensatory Time (Comp Time). Under the Fair Labor Standards Act (FLSA) local governments
may, at their discretion, compensate employees in time off rather than pay when employees work more
than the standard workweek or work period hours for their classification (40 hours in a 7-day period;
171 hours for police and 212 hours for fire personnel in a 28-day cycle). The Comp Time is earned at
the rate of one and one-half hours for each hour, or portion thereof, worked beyond the above stated
standard workweek or work period hours.

Continuous Service. Years of regular service with the City of Hendersonville without a termination
and rehire of employment. This does not include Family and Medical leaves of absence or eligible
Military Leave under the Uniformed Services Employment and Reemployment Rights Act (USERRA).
Continuous service in regards to the Health Insurance for Retirees only includes full-time, regular
employees.,

Full-time employee. An employee who is in a position for which an average work week equals at least
35 hours, and continuous employment of at least 12 months, are required by the City.
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Grievance. A claim or complaint based upon an event or condition which affects the circumstances
under which an employee works, allegedly caused by misinterpretation, unfair application, or lack of
established policy pertaining to employment expectations.

Part-time employee. Anemployee who is in a position for which an average work week of at least 20
hours and less than 35 hours and continuous employment of at least 12 months are required by the
City.

Probationary Employee. A person appointed to an allocated position who has not yet successfully
completed the designated probationary period. A probationary employee may be rejected, dismissed,
demoted or suspended without the right to appeal. An employee who successfully completes the
probationary period will be considered a regular employee of the City.

Probationary Period. The initial six (6) months (12 months for Sworn Law Enforcement Officers and
Fire Fighters) of employment or promotion representing the period of observable work performance to
determine the suitability and ability of the employee to satisfactorily perform the duties and
responsibilities of the position. The Probationary Period may be extended up to an additional six (6)
months but shall not exceed twelve (12) months (18 months for Sworn Law Enforcement Officers and
Fire Fighters).

Reclassification. When, due to substantial and permanent changes, the majority of job duties,
complexities and/or knowledge and skills required in a position are determined to be at a higher (or
lower) classification level than the current level of the position, the position may be eligible for
reclassification review. Changes in the nature, variety and complexity of job duties, the supervision
received or supervision exercised, or the responsibility for staff and/or resources, may justify a
reclassification review. Changes in the volume of work assigned, or an employee's performance, are
not considered justification for a reclassification.

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

Regular position. A position authorized for the fiscal year for a full twelve months and budgeted for
twenty or more hours per week. All City positions are subject to budget review and approval each year
by the City Council and all employees' work and conduct must meet City standards.

Temporary Employee. A person hired by the City to perform additional, extra or special project
assignment. May work on a seasonal or short-term basis. Temporary employees are paid on an hourly
basis for hours actually worked and cannot work more than 25 hours, on average, in a workweek. They
are not eligible for benefits except those mandated by State and Federal government. The temporary
employee or the City can, at any time or for any reason, terminate the employment relationship.

Trainee. An employee status when an applicant is hired (or employee promoted) who does not meet
all of the requirements for the position. During the duration of a trainee appointment, the employee is
on probationary status.
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ARTICLE Il. POSITION CLASSIFICATION PLAN

Section 1. Purpose.

The position classification plan provides a complete inventory of all authorized and allocated positions
in the City service, and an accurate description and specification for each class of employment. The
plan standardizes job titles, each of which is indicative of a definite range of duties and responsibilities.

Section 2. Composition of the Position Classification Plan

The classification plan shall consist of:

a) A grouping of positions in classes which are approximately equal in difficulty and responsibility
which call for the same general qualifications, and which can be equitably compensated within
the same range of pay under similar working conditions;

b) Class titles descriptive of the work of the class;

) Written specifications for each class of positions; and

d) An allocation list showing the class title of each position in its assigned pay grade.

Section 3. Use of the Position Classification Plan

The classification plan is to be used:

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

c) In determining personnel costs in departmental budgets; and

d) In providing uniform job terminology.

Section 4. Administration of the Position Classification Plan

The Human Resources Director shall allocate each position covered by the classification plan to its
appropriate class, and shall be responsible for the administration of the position classification plan.
The Human Resources Director shall periodically review portions of the classification plan and
recommend appropriate changes to the City Manager.
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Section 5. Authorization of New Positions and the Position Classification Plan

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

Section 6. Request for Reclassification

When changes have occurred in a classification resulting in substantial and permanent changes in job
duties, complexities, responsibilities and/or authorities, it is the responsibility of the Department Head to
notify the Human Resources Director of such changes. Upon receipt of such notification, the Human
Resources Director shall study the classification and make a determination regarding any changes in
the essential functions. At the conclusion of the study the Human Resources Director shall recommend
to the City Manager any necessary revision to the classification.
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ARTICLE lll. THE PAY PLAN

Section 1. Definition

The pay plan includes the basic salary schedule and the "Assignment of Classes to Grades" adopted
by the City Council. Each position is assigned a classification title and each title is assigned to a salary
grade with a specific salary range. Positions are assigned to grades within the pay plan based on the
duties and responsibilities assigned. Positions with more complex tasks, more responsibility, or
requiring more technical knowledge are assigned to higher salary grades than positions with lower
responsibilities or knowledge requirements. Salary grade ranges are set based on two components:
competitiveness with the market and internal equity with similar positions and occupational groups.
The salary schedule consists of the minimum, midpoint and maximum rates of pay for all classes of
positions, and a designation of the standard hours in the work week for each position.

Section 2. Administration and Maintenance

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

The pay plan is intended to provide equitable compensation for all positions, reflecting differences in
the duties and responsibilities, the comparable rates of pay for positions in private and public
employment in the area, changes in the cost of living, the financial conditions of the City, and other
factors. To this end, each budget year the Human Resources Officer shall make comparative studies
of all factors affecting the level of salary ranges including the consumer price index, anticipated
changes in surrounding employer plans, and other relevant factors, and will recommend to the City
Manager such changes in salary ranges as appear to be pertinent. Such changes shall be made in the
salary ranges such that the minimum rate, all intervening rates, and the maximum change according to
the market. Periodically, the City Manager shall recommend that individual salary ranges be studied
and adjusted as necessary to maintain market competitiveness. Such adjustments will be made by
increasing or decreasing the assigned salary grade for the class and adjusting the rate of pay for
employees in the class when the action is approved by the City Council.

Section 3. Starting Salaries

All persons employed in positions approved in the position classification plan shall be employed at the
minimum rate for the classification in which they are employed; however, exceptionally well qualified
applicants may be employed above the minimum rate of the established salary range upon
recommendation of the Human Resources Director and approval of the City Manager. Such
recommendation and approval may be based on such factors as exceptional qualifications of the
applicant, shortage of qualified applicants, equal pay justification or operational need.

ot
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Section 4. Trainee Designation and Provisions

Applicants being considered for employment or City employees who do not meet all of the requirements
for the position for which they are being considered may be hired, promoted, demoted, or transferred by
the City Manager to a "trainee" status. In such cases, a plan for training, including a time schedule,
must be prepared by the Department Head.

"Trainee" salaries shall be no more than two grades below the minimum salary rate established for the
position for which the person is being trained. A new employee designated as "trainee"” shall be
regarded as being in a probationary period. However, probationary periods shall be no less than six
months and trainee periods may extend from three to eighteen months. A trainee shall remain a
probationary employee until the trainee period is satisfactorily completed.

If the training is not successfully completed to the satisfaction of the City Manager, the trainee shall be
transferred, demoted, or dismissed. If the training is successfully completed, the employee shall be
paid at least at the minimum rate established for the position for which the employee was trained.

Section 5. Probationary Pay Increases

Employees hired or promoted into the minimum rate of the pay range shall receive a salary increase
within the pay range of approximately 5% upon successful completion of the probationary period.
Employees serving a twelve-month probationary period may be considered for this increase after six
months of employment.

Section 6. Merit Pay

Upward movement within the established salary range for an employee is not automatic, but rather
based upon specific performance-related criteria. Procedures for determining performance levels and
performance pay increases or other performance-related movement within the range shall be
established in procedures approved by the City Manager.

Section 7. Merit Pay Bonus

Employees who are at the maximum amount of the salary range for their position classification are
eligible to be considered for a Merit Bonus at their reqular performance evaluation time. Merit bonuses
shall be awarded based upon the performance of the employee as described in the performance
evaluation and in the same amounts as employees who are within the salary range. Merit bonuses
shall be awarded in lump sum payments and do not become part of base pay.

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

Promotions. A promotion is the movement of an employee to a position in a class assigned to a
higher salary range. The purpose of the promotion pay increase is to recognize and compensate the
employee for taking on increased responsibility. When an employee is promoted, the employee's
salary shall normally be advanced to the minimum rate of the new position, or to a salary which
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provides an increase of at least approximately 5% over the employee's salary before the promotion,
whichever is greater. In the event that an employee's salary is increased 5% but does not reach the
probation completion amount far the p-r:usrtmn thatemployee’s salary shall be advanced to the probation
completion amount. upe ad. In the event of highly
skilled and qualified empfnyaes shortage uf qualifi ed appllcants or cther reasons related to the merit
principle of employment, the City Manager may set the salary at an appropriate rate in the range of the
position to which the employee is promoted that best reflects the employee’s qualifications for the job
and relative worth to the City, taking into account the range of the position and relative qualifications of
other employees in the same classification. In no event, however, shall the new salary exceed the
maximum rate of the new salary range. In setting the promotion salary, the City shall consider internal
comparisons with other employees in the same or similar jobs.

Demotions. Demotion is the involuntary movement of an employee from one position to a position in a
class assigned to a lower salary range. When an employee is demoted to a position for which
qualified, the salary shall be decreased at least 5%. Salaries of demoted employees may be no greater
than the maximum of the new range.

Reassignments. A reassignmentis defined as the voluntary movement to a position in a lower salary
range. When an employee takes a reassignment, the salary shall be set at the rate in the lower pay
range which provides a salary commensurate with the employees’ qualifications to perform the job and
consistent with the placement of other employees within the same classification. Salary may be
retained at the same level when this option does not create internal inequities with other employees in
the same or similar job.

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

Reclassifications. A reclassification is a change in a position's salary grade and title due to
substantial and permanent increases or decreases in job responsibilities, complexities, duties and
authorities. An employee whose position is reclassified to a class having a higher salary range shall
receive a pay increase of approximately 5% or an increase to the probation completion amount of the
new pay range, whichever is higher.

If the position is reclassified to a lower pay range, the employee's salary shall remain the same. If the
employee's salary is above the maximum established for the new range, the salary of that employee
shall be maintained at the current level until the range is increased above the employee's salary,

Section 9. Salary Effect of Salary Range Revisions

A salary range revision is a change in the salary range or grade assigned to a specific class of
positions. The change may be based upon increased salaries in the relevant labor market, recruitment
and retention data or increased complexity in job content. When a class of positions is assigned to a
higher salary range, employees in that class shall receive a pay increase of at least approximately 5%,
or to the minimum rate of the new range, whichever is higher. When a class of positions is assigned to
a lower salary range, the salaries of employees in that class will remain unchanged. If this assignment
to a lower salary range results in an employee being paid at a rate above the maximum rate established
for the new class, the salary of that employee shall be maintained at that level until such time as the
employee's salary range is increased above the employee's current salary.
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Section 10. Transition to a New Salary Plan

The following principles shall govern the transition to a new salary plan:
1) No employee shall receive a salary reduction as a result of the transition to a new salary plan.

2) All employees being paid at a rate lower than the minimum rate established for their respective
classes shall have their salaries raised at least to the new minimum rate for their classes. If the
employee has passed probation, the employee's salary shall be advanced at least to the
probation completion amount in the new range.

3) All employees being paid at a rate above the maximum rate established for their respective
classes shall have their salaries maintained at that salary level with no increases until such time
as the employees' salary range is increased above the employees' current salary.

Section 11. Effective Date of Salary Changes

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

Section 12. Overtime Pay Provisions

Employees of the City can be requested and may be required to work in excess of their regularly
scheduled hours as necessitated by the needs of the City and determined by the Department Head.
Overtime work should normally be approved in advance by the Department Head, City Manager or
other designated City official.

To the extent that local government jurisdictions are so required, the City will comply with the Fair Labor
Standards Act (FLSA). The Human Resources Director shall determine which jobs are "non-exempt”
and are therefore subject to the Act in areas such as hours of work and work periods, rates of overtime
compensation, and other provisions.

Non-exempt employees will be paid at a straight time rate for hours up to the FLSA established limit for
their position (usually 40 hours in a 7-day period; 171 hours for police and 212 hours for fire personnel
in a 28-day cycle). Hours worked beyond the FLSA established limit will be compensated in either time
or pay at the appropriate overtime rate. In determining eligibility for overtime in a work period, only
hours actually worked shall be considered; in no event, will Comp. Time, vacation leave, sick leave, or
holidays be included in the computation of hours worked for FLSA purposes.
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Section 13. Compensatory Time (Comp Time)

Compensatory leave balances may not exceed 40 hours except for public safety employees (sworn
police and firefighting employees) who may not accrue more than 48 hours. Any overtime worked after
such maximum balances must be compensated in pay.

Employees are required to use or be paid for compensatory time before the start of each fiscal
year, by June 30th. Employees if they choose, may retain and carry over up to twelve (12) hours of
compensatory time each fiscal year. All other compensatory time will be paid out, in accordance
with FLSA standards, upon the last pay period for the fiscal year. Department Heads may exercise
discretion in the manner in which employees accrue compensatory time or are paid for overtime.

Whenever practicable, departments will schedule time off on an hour-for-hour basis within the
applicable work period for non-exempt employees, instead of paying overtime.

Employees in positions determined to be “exempt” from the FLSA (as Executive, Administrative or
Professional staff) will not receive pay for hours worked in excess of their normal work periods. These
employees may be granted flexible time by their supervisor on an hour for hour basis where the
convenience of the department allows. Such flexible time is not guaranteed to be taken and ends
without compensation upon separation from the organization.

In the case of a severe and unusual circumstance including, but not limited to natural disasters, an
official “State of Emergency” may be declared by the Mayor. Essential personnel are critical to
ensure public safety, provide limited services at a minimum to the City of Hendersonville citizens
and customers, and to restore the City of Hendersonville to normal operation.

Therefore, the following policy has been developed to address city operations during periods of
State of Emergency situations/disasters.

1). Essential employees are expected to report to his/her workstation each work day and to make
the necessary advance preparations so he/she can get to work in periods of states of emergencies/
disasters.

2). During emergency situations or disasters, an employee may be reassigned to other facilities to
assist as needed.

3). Emergency Pay when a State of Emergency is declared by the Mayor during disaster situations.
All essential exempt and non-exempt employees (excluding the City Manager and department
heads) shall be compensated at a rate of one and one half (1 *%) hours for all hours worked above
their normal work period. All employees on prior approved leave (vacation or sick) who do not work
during the declared emergency will be unaffected by this policy, unless the employee's presence is
deemed as essential and his/her vacation is cancelled by the department head/City Manager.

4). Any employee not reporting to work as directed by his/her department head or the City Manager
shall be deemed absent without approved leave and shall be subject to disciplinary action in
accordance with the Personnel Policy.

5). Payment of overtime during emergency periods will not jeopardize or change an employee’s
exempt status.
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6). Should the designation of the “State of Emergency” continue for an extended period of time due
to severe and unusual circumstances or its aftermath, the City Manager or his/her designee may re-
evaluate and modify the compensation rate and any other administrative policies deemed
necessary.

Section 14. Call-back and Stand-by Pay

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

Call-back. Non-exempt employees will be guaranteed a minimum payment of two hours of wages for
being called back to work outside of normal working hours. "Call-back" provisions do not apply to
previously scheduled overtime work (scheduled one or more days in advance).

Stand-by. Stand-by time is defined as that time when an employee must carry a pager or other
communication device and must respond immediately to calls for service. Non-exempt employees
required to be on "stand-by" duty will be paid for two hours of work for each day of stand-by time they
serve. Hours actually worked while on stand-by are calculated beginning when the employee reports
to the work site and are added to the regular total of hours worked for the week.

Section 15. Payroll Deduction

Deductions shall be made from each employee's salary, as required by law. Additional deductions may
be made upon the request of the employee on determination by the City Manager as to capability of
payroll equipment, associated increase in workload and appropriateness of the deduction.

Section 16. Hourly Rate of Pay

Employees working in a part-time or temporary capacity with the same duties as full-time employees
will work at a rate in the same samr‘,r range as the full-time emplc:-}.rees.

Section 17. Longevity Pay

Full-time and part-time employees of the City are compensated for years of continuous service by
payment of a longevity supplement based on the following table. Employees shall receive longevity pay
in the payroll that contains their anniversary date. Longevity pay shall reflect their continuous years of
service as of their anniversary date according to the schedule listed in this section.

Longevity pay may be approved each fiscal year depending upon the financial conditions of the City
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and would not be considered a part of the annual base pay. Appropriate federal state, retirement, etc.

deductions will be made.

Years of Service

Percentage of Annual Salary

5to 9 Years 1.00%
10to 14 Years 1.50%
15to 20 Years 2.00%

20 or more Years 2.50%

Section 18. Pay for Interim Assignments in a Higher-Level Classification

An employee who is formally designated by the City Manager to perform the duties of a job that is
assigned to a higher salary grade than that of the employee’s regular classification shall receive an
increase for the duration of the Interim assignment. The employee shall receive a salary adjustment to

the minimum level of the job in which the employee is acting or an increase of 5%, whichever is greater.

The salary increase shall be temporary and upon completion of the assignment, the employee shall go
back to the salary he or she would have had if not assigned in the Interim role, taking into account any

increases the employee would have received if they had not been placed in the Interim role.
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ARTICLE IV. RECRUITMENT AND EMPLOYMENT

Section 1. Equal Employment Opportunity Policy

The City of Hendersonville fosters, maintains and promotes a consistent recruitment program to
promote equal employment opportunity and to identify and attract the most qualified applicants for all
vacancies. The City shall select employees on the basis of the applicant's qualifications for the job and
award them with respect to compensation and opportunity for training and advancement, including
upgrading and promotion, without regard to age, sex, race, color, religion, national origin, non-
disqualifying disability, political affiliation, veteran status or marital status.

Section 2. Implementation of Equal Employment Opportunity Policy

All City employees responsible for recruitment and employment will continue to review regularly the
implementation of this personnel policy and relevant practices to assure that equal employment
opportunity based on reasonable, job-related requirements is are being actively observed and
administered so that no employee or applicant for employment shall suffer discrimination because of
age, sex, race, color, religion, non-disqualifying disability, national origin, political affiliation, veteran
status or marital status. Notices with regard to equal employment matters shall be posted in
conspicuous places on City premises in places where notices are customarily posted.

Section 3. Recruitment, Selection and Appointment

Recruitment Sources. When position vacancies occur, the Human Resources Department shall
publicize these opportunities for employment, including applicable salary information and employment
qualifications. Open positions shall be advertised for a minimum of seven calendar days prior to any
offer of employment being made. Information on job openings and hiring practices may be provided to
a variety of recruitment sources, including professional organizations and news media. In addition,
notice of vacancies shall be posted on the City's website and at designated conspicuous sites within
departments if practical. Individuals shall be recruited from a geographic area as wide as necessary
and for a period of time sufficient to ensure that well-qualified applicants are obtained for City service.
The North Carolina Division of Employment Security may be used as a recruitment source. In rare
situations because of emergency conditions, high turnover, etc., the City may hire or promote without
advertising jobs, upon approval of the City Manager.

Job Advertisements. Jobs will be advertised in local newspapers, professional publications, and other
relevant publications in order to establish a diverse and qualified applicant pool. Employment
advertisements shall contain assurances of equal employment opportunity and shall comply with
Federal and State statutes.

Application for Employment. All persons expressing interest in employment with the City shall be
given the opportunity to file an application for employment for positions which are vacant.
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Selection. Department Heads, with the assistance of the Human Resources Director shall make such
investigations and conduct such examinations as necessary to assess accurately the knowledge, skills,
and experience qualifications required for the position, including criminal history where job-related using
the DCI when needed. All selection devices administered by the City shall be valid measures of job
performance.

Appointment. Before any commitment is made to an applicant either internal or external, the
Department Head shall make recommendations to the Human Resources Director including the salary
to be paid, and the reasons for selecting the candidate over other candidates. The Human Resources
Director and Department Head shall recommend approval of appointments and the starting salary for
all applicants to the City Manager. The City Manager shall approve appointments and the starting
salary for all applicants.

Section 4. Probationary Period

An employee appointed or promoted to a regular position shall serve a probationary period. Employees
shall serve a six-month probationary period, except that employees in swom police, entry level fire, and
Department Head positions shall serve a twelve-month probationary period. Employees hired as
“trainees” shall remain on probation until the provisions of their traineeship are satisfied. During the
probationary period, supervisors shall monitor an employee's performance and communicate with the
employee concerning performance progress. Employees serving twelve-month probationary periods
shall have a review at the end of six months as well as before the end of twelve months.

Before the end of the probationary period, the supervisor shall conduct a performance evaluation
conference with the employee and discuss accomplishments, strengths, and needed improvements. A
summary of this discussion shall be documented in the employee's personnel file. The supervisor shall
recommend in writing whether the probationary period should be completed, extended, or the employee
transferred, demoted, or dismissed. Probationary periods may be extended for a maximum of six
additional months.

Disciplinary action, including demotion and dismissal, may be taken at any time during the probationary
period of a new hire without following the steps outlined in this policy.

A promoted employee who does not successfully complete the probationary period may be transferred
or demoted to a position in which the employee shows promise of success. If no such position is
available, the employee shall be dismissed. Promoted and demoted employees who are on probation
retain all other rights and benefits such as the right to use of the grievance procedures.

Section 5. Promotion

Promaotion is the movement of an employee from one position to a vacant position in a class assigned
to a higher salary range. It is the City's policy to create career opportunities for its employees whenever
possible. Therefore, when a current employee applying for a vacant position is best suited of all
applicants, that applicant shall be appointed to that position. The City will balance three goals in the
employment process: 1) the benefits to employees and the organization of promotion from within; 2)
providing equal employment opportunity and a diversified workforce to the community; and 3) obtaining
the best possible employee whao will provide the most productivity in that position. Therefore, exceptin
rare situations where previous City experience is essential (such as promotions to Police Sergeant), or
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exceptional gualifications of an internal candidate so indicate, the City will consider external and
internal candidates rather than automatically promote from within. Candidates for promotion shall be
chosen on the basis of their qualifications and their work records. Internal candidates shall apply for
promotions using the same application process as external candidates.

Section 6. Demotion and Reassignment

Demotion is the movement of an employee from one position to a position in a class assigned to a
lower salary range. Demotion may be voluntary or involuntary. A voluntary demotion may be called a
“reassignment.” An employee whose work or conduct in the current position is unsatisfactory may be
demoted provided that the employee shows promise of becoming a satisfactory employee in the lower
position. Such disciplinary demotion shall follow the disciplinary procedures outlined in this Policy.

An employee who wishes to accept a position with less complex duties and reduced responsibilities
may request a reassignment. A reassignment is not a disciplinary action and is made without using
the above-referenced disciplinary procedures.

Section 7. Transfer

Transfer is the movement of an employee from one position to a position in a class in the same salary
range. If a vacancy occurs and an employee in another department is eligible for a transfer, the
employee shall apply for the transfer using the usual application process. The Department Head
wishing to transfer an employee to a different department or classification shall make a
recommendation through the Human Resources Director to the City Manager with the consent of the
receiving Department Head. Any employee transferred without requesting the action may appeal the
action in accordance with the grievance procedure outlined in this Policy. An employee who has
successfully completed a probationary period may be transferred into the same classification without
serving another probationary period.
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ARTICLE V. CONDITIONS OF EMPLOYMENT

Section 1. Work Schedule

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

Section 2. Political Activity

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

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

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

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

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

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

f) Be a candidate for nomination or election to office under the City Charter;

Any violation of this section shall subject the employee to disciplinary action including dismissal.

Section 3. Outside Employment

The work of the City shall have precedence over other occupational interests of employees. All outside
employment for salaries, wages, or commissions and all self-employment must be reported in advance
to the employee’s supervisor, who in turn will report it to the Department Head. The Department Head
will review such employment for possible conflict of interest and then submit a record of the
employment and review to the Human Resource Director for placement in the employee's personnel
file. Conflicting or unreported outside employment are grounds for disciplinary action up to and
including dismissal. Documentation of the disapproval or approval of outside employment will be
placed in the employee's personnel file.
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Examples of conflicts of interest in outside employment include but are not limited to:

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

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

Employees are prohibited from performing outside employment while on Workers' Compensation
Leave, Family and Medical Leave, or any Leave Without Pay status from City employment.

Section 4. Dual Employment

A full or part-time employee of the City may simultaneously hold another temporary position with the
City if the temporary position is in a different department and clearly different program area from that of
the full or part-time position. The work of the temporary position must also be performed on an
occasional or sporadic basis as identified in Fair Labor Standards Act regulations. However, the work of
the full or part-time position shall take precedence over the temporary position, and such temporary
work will not count toward the calculation of overtime for pay or time off.

Section 5. Employment of Relatives

The City is committed to the highest standards of professional conduct and integrity and believes the
familial relationships in the workplace can result in conflicts of interest, or an appearance of conflict of
interest, and/or situations that might impair objective judgement or create a hostile work environment.
Therefore, the City prohibits the hiring and employment of immediate family in regular positions within
the same work unit. "Immediate Family" is defined in Article VI, Section 12. The City also prohibits the
employment of any person into a regular position who is an immediate family member of individuals
holding the following positions: Mayor, Mayor Pro Temp, City Council Member, City Manager, Finance
Director, Human Resources Director, City Clerk, or City Attorney. Otherwise, the City will consider
employing family members or related persons in the service of the City, provided that such employment
does not;

1) Result in a relative supervising relatives;

2) Result in a relative auditing the work of a relative;

3) Create a conflict of interest with either relative and the City; or

4) Create the potential or perception of favoritism.

5) Romantic relationships between any employee and a direct or indirect supervisor or subordinate

of that employee are prohibited

This provision shall not apply retroactively to anyone employed when the provision is adopted by the
City.
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Section 6. Harassment Prohibited

The City prohibits and will not tolerate sexual harassment or harassment on the basis of sex, race,
color, religion, national origin, age, non-disqualifying disability, political affiliation, marital status or
veteran status. Harassment complaints or allegations will be investigated promptly and where, it is
determined that such inappropriate conduct occurred, the City will act immediately to eliminate the
conduct and impose such corrective action as is necessary, including disciplinary action up to and
including dismissal.

Harassment is defined as conduct that culminates in tangible employment action or is sufficiently
severe or pervasive to create a hostile work environment. Sexual harassment is defined as unwelcome
sexual advances, requests for sexual favors, and other verbal or physical conduct of a sexual nature
when 1) submission to such conduct is made either explicitly or implicitly a term or condition of an
individual's employment; 2) submission to or rejection of such conduct by an individual is used as the
basis for employment decisions affecting such individual; or 3) such conduct has the purpose or effect
of unreasonably interfering with an individual's work performance or creating an intimidating, hostile, or
offensive working environment. Sexual harassment includes repeated offensive sexual remarks,
continual or repeated comments about an individual's body and offensive sexual language.

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

Employees who are found to be engaged in harassment are subject to disciplinary action up to and
including dismissal. Employees making complaints of harassment are protected against retaliation
from alleged harassers or other employees.

Section 7. Solicitation and Acceptance of Gifts and Favors

Mo official or employee of the City shall solicit or accept any gift, favor, or thing of value (more than $50)
that may tend to influence such employee in the discharge of the employee’s duties, or grant in the
discharge of duty an improper favor, service, or thing of value.

Section 8. Performance Evaluation

Supervisors and/or Department Heads shall conduct Performance Evaluation conferences with each
regular employee at least once a year. These performance evaluations shall be documented in writing
and placed in the employee's personnel file. Procedures for the performance evaluation program shall
be published by the City Manager.
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Section 9. Safety

Safety is the responsibility of both the City and employees. Itis the policy of the City to establish a safe
work environment for employees. The City shall establish a safety program including policies and
procedures regarding safety practices and precautions and training in safety methods. Department
Heads and supervisors are responsible for insuring the safe work procedures of all employees and
providing necessary safety training programs. Employees shall follow the safety policies and
procedures and attend safety training programs as a condition of employment. Employees who violate
such policies and procedures shall be subject to disciplinary action up to and including dismissal.

Section 10. Substance Abuse Policy

The City may establish policies and procedures related to employee substance abuse in order to insure
the safety and well-being of citizens and employees, and to comply with any state, federal, or other laws
and regulations. The City provides a drug free workplace for all employees.

Section 11. Disruption of the Work Place

The City has a responsibility to maintain a productive and professional work environment conducive to
conducting the City's business. To that end, employees are expected to keep any work place
disruptions and distractions to a minimum. This includes personal visits and phone calls, texting,
receiving personal mail or packages, charitable solicitations, or other activities that distract an
employee or coworkers from the work of the City. Supervisors will provide feedback to employees on
any actions that are becoming distracting.

Section 12. Attendance

The City depends on employees to provide needed services every day. Regular attendance is
mandatory and is part of the work standards for all jobs. Poor attendance can negatively affect
performance evaluations or may lead to disciplinary action. Excessive absenteeism or a chronic
attendance problem can lead to disciplinary action up to and including termination.
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ARTICLE VI. EMPLOYEE BENEFITS

Section 1. Eligibility

As an integral part of a comprehensive, competitive compensation program, the City offers a variety
of benefits. Specific benefit programs will vary from time to time and the type, level, eligibility and
cost of such programs are subject to change at any time at the sole discretion of the City. To that
end, the City will periodically review each employee benefit and may, with or without notification,
modify, delete or add benefits at its own discretion as may be deemed to be appropriate and
necessary.

All full-time and part-time employees of the City are eligible for employee benefits, subject to any
waiting period, as provided for in this Article which are subject to change at the City's discretion.
Temporary employees are eligible only for workers' compensation and FICA.

Section 2, Group Health and Hospitalization Insurance

The City provides group health and hospitalization insurance programs for full-time employees and their
families, and part-time employees.

Employees who are scheduled to work 30 hours or more per week on a continuous year-round basis
may, if they so desire, purchase available group health through the City for themselves or for
themselves and qualified dependents. A prorated amount of the cost of coverage paid for a full-time
employee shall be paid by the City with the remainder of the cost being paid by the employee. This
prorated amount shall be based on regularly scheduled hours.

Information concemning cost and benefits shall be available to all employees from the Human
Resources Office.

Section 3. Group Life Insurance

The City may provide group life insurance for each employee subject to the stipulations of the
insurance contract. Life insurance may be provided by the City in an amount approved by the City,
subject to appropriation.

Section 4. Other Optional Group Insurance Plans

The City may make other group insurance plans available to employees upon authorization of the City
Manager or City Council.
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Section 5. Retirement

Each employee who is expected to work for the City more than 1,000 hours annually shall join the North
Carolina Local Governmental Employees' Retirement System on the first day of employment as a
condition of employment. New hires who are current members of the NC Local or State Government
Employees Retirement Systems shall be covered under the retirement system by the City on their first
day of employment.

Section 6. Supplemental Retirement Benefits

The City may provide 401(k) and 457 benefits for its regular full and part-time employees as a
percentage of salary as designated by the City Council beginning on the first day of employment,
subject to appropriation by the City Council.

Each sworn law enforcement officer shall receive 401(k) benefits as prescribed by North Carolina State
Law and beginning on the first day of employment.

Section 7. Social Security

The City, to the extent of its lawful authority and power, has extended Social Security benefits for its
eligible employees and eligible groups and classes of such employees.

Section 8. Workers' Compensation

All employees of the City (full-time, part-time, and temporary) are covered by the North Carolina
Workers' Compensation Act and are required to report all injuries arising out of and in the course of
employment to their immediate supervisors at the time of the injury in order that appropriate action may
be taken at once.

Responsibility for claiming compensation under the Workers' Compensation Act is on the injured
employee, and such claims must be filed by the employee with the MNorth Carolina Industrial
Commission within two years from date of injury. The Department Head and the Human Resources
Director will assist the employee in filing the claim.

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

Before returning to work, a statement from the attending physician must be submitted to the Human
Resources Director giving permission for the employee to resume regular duties.

Upon return to work, the employee’s salary will be computed on the basis of the last salary plus any
salary increase to which the employee would have been entitled based upon performance and other
compensation policies.

During the disability covered by Workers Compensation benefits, an employee continues to earn
vacation leave, sick leave, and will retain all accumulated sick or vacation leave.

Employees may use sick leave, vacation and/or Comp Time during the waiting period before Workers'
compensation benefits begin.
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Section 9. Unemployment Compensation

In accordance with Public Law 94-566 and subsequent amendments, local governments are covered
by unemployment insurance. City employees who are terminated due to a reduction in force or
released from City service may apply for benefits through the local North Carolina Division of
Employment Security office, where a determination of eligibility will be made.

Section 10. Tuition Assistance Program

Full-time employees who have completed initial probation may apply for tuition reimbursement for
courses taken on their own time, which will improve their skills for their current job or prepare them for
promotional opportunities within the City service. Tuition, registration, fees, laboratory fees, and
student fees are eligible expenses. Employees may be reimbursed for 50% of eligible expenses.
Satisfactory completion of the courses will be required for reimbursement. Requests for tuition
assistance shall be submitted to the Department Head prior to course registration and are subject to
the review by the Human Resources Director and approval of City Manager, subject to availability of
funds.

Section 11. Law Enforcement Separation Allowance

Every sworn law enforcement officer, as defined by N.C. Gen. Statute 128-21(11b) or N.C. Gen.
Statute 143-166.50, of the City shall be eligible for a separation allowance, as provided by N.C.
Gen. Statute 143-166.42, in the amount specified in N.C. Gen. Statute 143-166.41(a).

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

a. The officer shall have completed 30 or more year of creditable service, or have
attained 55 years of age and completed five or more years of creditable service; and

b. Not have attained 62 years of age;

[+ Have completed at least five years of continuous service as a law enforcement
officer as herein defined with the City immediately preceding a service retirement, as
defined by N.C. Gen. Statutes 143-166.41(a)(3) and 143-166.41(b).

Termination of these benefits happens:

a. At death;

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

c. Upon the first day of re-employment in any position in any local government in North
Carolina.

MNotwithstanding the provisions of subdivision (c) of this section, any North Carolina local
government employer may employ retired officers in a public safety position in a capacity not
requiring participation in the Local Governmental Employees' Retirement System, and doing so
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shall not cause payment to cease to those officers under the provisions of this section. If any such
retired law enforcement officer works 1000, or more, hours per year for a North Carolina Local
Governmental Retirement System employer they shall be mandated to become members of that
retirement system and; therefore, ineligible to continue receiving the Separation Allowance.
Employment by any other North Carolina Retirement System employer shall not cause the retired
officer to be ineligible. Any officer who is entitied to receive the special separation allowance from
the City shall, within ten (10) days of any change in his/her employment status, report the same to
the Human Resources Director.
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ARTICLE VII. HOLIDAYS AND LEAVES OF ABSENCE

Section 1. Policy

The policy of the City is to provide vacation leave, sick leave, and holiday leave to all full-time and part-
time employees, and to provide proportionately equivalent amounts to employees having average work
weeks of different lengths. Employees shall accrue leave proportionately with each payroll.

Section 2. Holidays

The City has adopted the State Holiday Schedule and, as such, the Human Resources Director shall
publish that schedule prior to the beginning of each calendar year.

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

Section 3. Holidays: Effect on Other Types of Leave

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

Section 4. Holidays: Compensation When Work is Required or Regularly Scheduled Off for
Shift Personnel

Shift employees required to perform work on regularly scheduled holidays may be granted
compensatory time off or paid for hours actually worked in addition to any holiday pay to which they are
entitted. This compensatory time shall be granted whenever feasible. If a holiday falls on a regularly
scheduled off-duty day for shift personnel, the employee shall receive the hours for paid holiday leave.
Departments with employees working a shift schedule may elect to compensate those employees for
working on the “true” holiday rather than the designated holiday.

Section 5. Vacation Leave

\acation leave is intended to be used for rest and relaxation, school appointments, and other personal
needs.

\acation leave may also be used by employees who wish to observe religious holidays other than
those granted by the City. Employees who wish to use leave for religious observances must request
leave from their respective Department Heads. The Department Head will attempt to arrange the work
schedule so that an employee may be granted vacation leave for the religious observance. Vacation
leave for religious cbservance may be denied only when granting the leave would create an undue
hardship for the City.

Vacation Leave may be donated to other employees according to procedures published by the City
Manager.
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Section 6. Vacation Leave: Use by Probationary Employees

Employees serving a probationary period following initial employment may accumulate vacation leave
but shall not be permitted to take vacation leave during the first six months of employment unless
approved in a pre-employment agreement.

Section 7. Vacation Leave: Accrual Rate

Each full and part-time employee of the City shall earn vacation at the following schedule, prorated by
the average number of hours in the workweek (Section 16):

Years of Service Accrual Rate
(Days per Year)
0-2 10
3 11
4 12
5 13
3] 14
7 15
8 15
g 16
10 16
11 17
12 17
13 18
14 18
15 19
16 19
17+ 20

Section 8. Vacation Leave: Maximum Accumulation

Vacation leave may be accumulated without any applicable maximum until December 31 of each year.
However, if the employee departs from service, payment for accumulated vacation leave shall not
exceed 40 days prorated as shown in Section 16. Effective December 31, any employee with more
than 40 days of accumulated leave shall have the excess accumulation removed so that only 40 days
are carried forward to January 1 of the next calendar year. Those hours, in excess of 40 days, shall be
converted to the employee’s sick leave account. Employees are not eligible to receive pay for vacation
time not taken.

Employees are cautioned not to retain excess accumulated vacation leave until late in the year.
Because of the necessity to keep all functions in operation, large numbers of employees cannot be
granted vacation leave at any one time. If an employee has excess leave accumulation during the
latter part of the year and is unable to take such leave because of staffing demands, the employee shall
receive no special consideration either in having vacation leave scheduled or in receiving any exception
to the maximum accumulation.
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Section 9. Vacation Leave: Manner of Taking

Employees shall be granted the use of earned vacation leave upon request in advance at those times
designated by the Department Head which will least obstruct normal operations of the City.
Department Heads are responsible for insuring that approved vacation leave does not hinder the
effectiveness of service delivery. Vacation may be taken in one half (1/2 hour) increments.

Section 10. Vacation Leave: Payment upon Separation

An employee who has successfully completed six months of the probationary period will normally be
paid for accumulated vacation leave upon separation not to exceed 40 days prorated as shown in
Section 16, provided notice is given to the supervisor at least two weeks in advance of the effective
date of resignation.

Any employee failing to give and work the two-week notice required by this section shall forfeit payment
for accumulated leave. The notice requirement may be waived by the City Manager when deemed to
be in the best interest of the City. Employees who are involuntarily separated shall be ineligible to
receive and shall forfeit payment of any accrued vacation leave hours.

Section 11. Vacation Leave: Payment upon Death

The estate of an employee who dies while employed by the City shall be entitled to payment of all the
accumulated vacation leave credited to the employee's account not to exceed the maximums

established in Section 8 of this Article.

Section 12. Sick Leave

Sick leave may be granted to a probationary or regular employee absent from work for any of the
following reasons: sickness, bodily injury, required physical or dental examinations or treatment, or
exposure to a contagious disease, when continuing work might jeopardize the health of others. Sick
leave may be taken in half-hour (30 minutes) increments.

"Immediate family" shall be defined as spouse, child, parent, brother, sister, grandparent, grandchild,
son-in-law, daughter-in-law, parent-in-law, brother or sister-in-law, aunt, uncle, of the employee or
spouse or guardian of the employee. This also includes various combinations of “step”, "half’, and
adopted relationships. Sick leave may be used when an employee must care for a member of his or her
immediate family who is ill.

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

Motification of the desire to take sick leave should be submitted to the employee's supervisor prior to
the leave or according to departmental procedures.
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Section 13. Sick Leave: Accrual Rate and Accumulation

Sick leave shall accrue at a rate of one day per month of service or twelve days per year. Sick leave for
full-time and part-time employees working other than the basic work schedule shall be prorated as
described in Section 16 of this Article. Sick leave will be cumulative for an indefinite period of time and
may be converted upon retirement for service credit consistent with the provisions of the North Carolina
Local Governmental Employees’ Retirement System.

All sick leave accumulated by an employee shall end and terminate without compensation when the
employee resigns or is separated from the City, except as stated for employees retiring or terminated
due to reduction in force.

In addition, employees hired before October 4, 2001, may receive a payment equal to 25% of the sick
leave balance the employee had accrued as of September 28, 2001.

Section 14. Transfer of Sick Leave from Previous Employer

The City will accept sick leave balances when documented by a previous employer when the employee
worked for a previous employer covered by the State or Local Government Retirement System and the
employee did not withdraw accumulated contributions from that employer when leaving employment.
The sick leave will be treated as though it were earned with the City of Hendersonville. The sick leave
amount must be certified by the previous employer and it is the employee's responsibility to provide
documentation from his or her previous employer within three (3) months of employment. Transferred
sick leave will be credited to the employee upon completion of the probationary period.

Section 15. Sick Leave: Medical Certification

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

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

2) There will be no abuse of leave privileges.
Claiming sick leave under false pretense to obtain a day off with pay shall subject the employee to

disciplinary action up to and including dismissal.

Section 16. Leave Pro-rated

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

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

3) The number of hours in step 2 divided by 12 shall be the number of hours of leave earned
monthly by the employees concerned, or divided by 26 shall be the number of hours of leave
earned biweekly.

Section 17. Funeral Leave

Eligible employees scheduled to work eight (8) or twelve (12) hour shifts who have a death in the
Immediate Family (as defined in Section 12 of this Article) are eligible to receive up to twenty-four (24)
working hours of paid funeral leave. Eligible employees scheduled to work twenty-four (24) hour shifts
are eligible to receive up to twenty-four (24) working hours paid funeral leave Permanent part-time
employes are eligible for leave,prorated by the average number of hours in the work week (Section 16).
Any additional time or for deaths that are not covered by the Immediate Family designation, vacation
leave or accrued compensatory time may be taken. Funeral leave pay cannot duplicate any other
compensation of the same time period. The City may request documentation for this leave whenever
there is a pattern of absenteeism demonstrated by the employee or for other reasons as needed.

Section 18. Leave Without Pay

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

The employee shall apply in writing to the supervisor for leave. The employee is obligated to return to
duty within or at the end of the time determined appropriate by the City Manager. Upon returning to
duty after being on leave without pay, the employee shall be entitled to return to the same position held
at the time leave was granted or to one of like classification, seniority, and pay. If the employee
decides not to return to work, the supervisor shall be notified immediately. Failure to report at the
expiration of a leave of absence, unless an extension has been requested, shall be considered a
resignation.

Section 19. Family and Medical Leave

The City provides up to 12 weeks of job-protected leave in accordance with the Family and Medical
Leave Act of 1993 (FMLA). Under the FMLA, eligible employees may be granted up to a total of 12
weeks of unpaid leave per 12-month period, as determined below, for any of the following reasons:

1) For incapacity due to pregnancy, prenatal medical care or child birth;

2) To care for the employee’s child after birth, or placement for adoption or foster care;

3) Tocare for employee’s spouse, son or daughter (under age 18 orincapable of self-care due to
disability) parent (in-laws not included), with a serious health condition, as defined by FMLA,

4) For a serious health condition, as defined by FMLA, that renders employee unable to perform
the job.
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5) For qualifying exigency arising out of the fact that the spouse, child, or parent of the employee
is on active duty or called to active duty status in the National Guard or Reserves in support
of a contingency operation.

Service member Family Leave

FMLA also includes a special leave entitlement that permits eligible employees to take up to 26 weeks
of leave to care for a covered service member during a single 12-month period. A covered service
member is a current member of the Armed Forces, including a member of the National Guard or
Reserves, who has a serious injury or illness incurred in the line of duty and is receiving medical
treatment, recuperating or undergoing therapy for a serious injury or illness. In contrast to all other
FMLA leaves, service member family leave may be taken only once and does not again become
available with the start of a new FMLA year. An employee may not take more than a combined total of
26 workweeks of leave in any year in which he or she uses service member family leave. The same
eligibility, leave usage, and medical certification requirements apply to service member family leave as
apply to all other FMLA leaves.

Eligible employees

To qualify for FMLA coverage, the employee must have worked for the City of Hendersonville 12
months or 52 weeks; these do not have to be consecutive. However, the employee must have worked
1.250 hours during the twelve-month period immediately before the date when the FMLA time begins.
Under the Uniformed Services Employment and Reemployment Rights Act (USERRA) an employee
ordered to active military duty is eligible for FMLA if the employee would have otherwise been qualified
had it not been for the active military duty.

Leave

Employees must provide 30 days advance notice of the need to take FMLA leave when the need is
foreseeable. The request for the use of leave must be made in writing by the employee and approved
by the City Manager. The FMLA permits, and the City of Hendersonville requires, that while utilizing
FMLA leave employees exhaust all accrued paid sick leave first, then vacation leave, and lastly earned
compensatory time before being granted unpaid leave. Additional time away from the job beyond the
12-week period may be approved in accordance with the City/s Leave Without Pay policy. Any use of
sick leave beyond two weeks is required to be submitted as Family and Medical Leave. Family Medical
Leave runs concurrently with other types of leave including sick leave/disability, voluntary shared leave,
and worker’s compensation. An employee ceases to earn leave credits on the date leave without pay
begins. An employee is prohibited from moonlighting or performing other outside work during any kind
of leave including FMLA leave.

12-Month Period

For the purposes of determining available leave, the 12-month period during which employees may be
eligible for leave will be calculated on a rolling leave year looking forward 12 months from the date an
employee begins FMLA leave.

Medical Certification

The City may require medical certification to assess FMLA eligibility, as well as updates at reasonable
intervals for continued certification. Employees are responsible for paying for the certification or re-
certification. The City, at its own cost, may also require the employee to get a second or third opinion
from a physician designated by the City. Failure to provide adequate information within 15 calendar
days, may result in denial of leave. The employee is expected to return to work at the end of the time
frame stated in the medical certification, unless he/she has requested additional time in writing under
the City's Leave Without Pay policy. The City requires a physician's statement certifying an employee's
ability to return to work prior to returning from medical leave. An employee who does not return to work
within three working days after their FMLA expires will be considered to have resigned_their position.
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Spouse’'s Combined Leave

If both spouses work for the City and each wishes to take leave for the birth of a child, adoption or
placement of a child in foster care, or to care for a parent (not parent-in-law) with a serious health
condition, the spouses together may only take a total of 12 weeks leave during the 12-month period
under FMLA. The request for the use of leave must be made in writing by the employee and approved
by the Department Head or City Manager.

Benefits Continuation

The City will continue to provide health care benefits; however, the employee will be responsible for
paying his/her portion of the premium for dependent coverage if applicable. Other insurance and
payroll deductions (i.e. dental, flex, etc.) are the responsibility of the employee and the employee must
make those payments. Failure to pay premiums may result in loss of coverage. Under federal
regulations, the City has the right to recover the insurance premiums if the employee fails to return to
waork for reasons other than the inability of the employee to work.

Reinstatement

Under most circumstances, employees who return to work immediately after the expiration of this leave
and who do not exceed the amount of leave permitted under the FMLA, will be reinstated to either the
same or equivalent job. If the twelve or twenty-six weeks of this leave are exhausted and the employee
has not returned to work, the City will determine if the employee will be reinstated.

Section 20. Workers' Compensation Leave

Under the North Carolina Workers' Compensation Act, employees may be compensated for absence
from work due to injury or ililness covered by the Act, subject to the following leave provisions:

1) There is a mandatory 7 calendar day waiting period before Workers' Compensation salary
benefits begin. For this waiting period, employees may use accrued compensatory time, sick or
vacation leave.

2) Beginning on the 8" calendar day following the injury or illness, employees who have not
returned to work shall be placed in a Workers’' Compensation Leave Without Pay status until
their return to work. Accrued leave cannot be used while in Leave Without Pay status.

3) Employees in leave without pay status will retain all accumulated compensatory time, sick and
vacation leave while receiving Workers' Cumpensatim benefits. An employee on Workers'
Compensation leave may be permitted to continue to be eligible for benefits under the City's

group insurance plans.

4) Upon reinstatement, an employee’s salary will be computed on the basis of the last salary plus
any salary increase to which the employee would have been entitied during the absence
covered by Workers' Compensation benefits.

5) After returning to work, employees shall be required to use sick or vacation leave for any
additional absences for doctor visits, physical therapy, and other required medical care except
where any full or partial workday absence may be eligible for Workers' Compensation payment.

6) Any period of leave for a Workers' Compensation disability that qualifies as a “serious health

condition” under the Family and Medical Leave Act (FMLA), will run concurrently with FMLA
leave.
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7) The City of Hendersonville's personnel policies shall continue to apply to an employee on
Workers' Compensation leave in the same manner as they would apply to an employee who
continues to work, or is absent while on some other form of leave.

8) Anemployee is prohibited from moonlighting or performing other outside work during any kind
of leave including workers' compensation leave.

9) After a one-year (52-week) leave of absence on Workers' Compensation leave, employment
with the City will be terminated to allow the City to fill the position. The employee will be eligible
for rehire and given priority for qualified job openings upon a physician’s statement certifying the
employee's ability to return to work. The City reserves the right to separate the employee prior
to 52-weeks.

10) During a period of leave under the Workers' Compensation Act, the employee remains
responsible for paying for any voluntary benefits, or dependent benefits, at the same cost and
at the same time as if the employee were still working. Failure to make timely payments will
result in the cancelation of the voluntary benefit or dependent benefits coverage.

Section 21. Return to Work

Before an employee may return to work from an injury at full or light duty, the employee must provide a
physician's note to Human Resources Director indicating that he/she is released and capable of
resuming duties, and what, if any restrictions are in place.

If the employee retains some temporary disability after Workers' Compensation leave, which prevents
successful performance in his/her original position, efforts will be made to place the employee in a
Modified Duty assignment. A Modified Duty assignment is a temporary position to which an employee
is assigned when he/she is unable to return to his/her regular position following an on-the-job injury or
illness. The modified duty assignment temporarily addresses the restrictions placed on the employee
by the treating physician. For work to be considered suitable modified employment, the following
conditions must be met:

1) The employee must meet the required qualifications for the modified duty assignment,
2) The work must be a meaningful and productive part of the department’'s operations,
3) The work must conform to the medical restrictions set by the medical care provider, and

4) The modified duty assignment and/or modified work schedule cannot exceed ninety calendar
days.

If the emplayee's regular department is unable to meet the employee's need for modified duty, the
employee’s department is responsible for payment of the employee’s salary and benefits while
performing a Modified Duty position in a different department that has been able to meet the
employee’s needs. The employee placed in a Modified Duty position will be paid a salary that is
equivalent to the salary of other employees holding the same position. The City cannot guarantee
placement and is under no obligation to offer or create any specific position for purposes of offering
placement.

An employee may choose to accept or refuse the Return to Work (modified duty) job offer.
However, an employee who refuses a Modified Duty job offer is subject to termination. Rejection of
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the job offer might also result in cancellation of income benefits under Workers' Compensation
Insurance.

If an employee is unable to return to work at full duty after 90 calendar days, he/she may request a
continuation of Modified Duty not to exceed a total of 180 calendar days in a modified capacity.
Approval beyond 90 calendar days will be based upon the assessment of the employee's ability to
return to full duty within the immediate future. An employee requesting an extension beyond S0
calendar days must submit updated information from the treating physician. The City reserves the right
to consider a separation of employment for any employee who is out on Workers' Compensation leave
for an extended period of time thus causing hardship for the department.

Section 22. Military Leave

In accordance with federal and state laws, the City provides military leave to employees who are
members of a United States Armed Forces Reserve organization or National Guard for absences to
perform military duty, whether voluntary or involuntary. Absences to perform any military duty (including
active duty, active duty training, inactive duty training such as scheduled drills and summer camp, full-
time National Guard federal duty, fitness-for-duty examination, and funeral honors duty) are covered by
this policy, unless the employee reaches the five-year maximum of military leave as established by the
Uniformed Services Employment and Reemployment Rights Act (USERRA). This policy provides
military leave to regular City employees unless their employment is for a brief, non-recurrent period and
there is no reasonable expectation that such employment will continue indefinitely or for a significant
period.

Employees should submit a request for military leave to the supervisor or Department Head as soonin
advance of the military duty as possible. The request should be in writing and should be accompanied
by a copy of the military orders. Employees must report back to work as soon after military duty as
possible, consistent with federal and state laws. If the reason for the employee's delay is not related to
military duties, the employee is subject to the personnel policies and practices normally applied to
employees with unexcused absences.

Employees may choose whether to use earned compensatory time, accrued vacation leave (leave with
pay), leave without pay, or some combination thereof for these absences, and the provisions of that
leave shall apply. Upon exhausting all other paid leave, employees may request to use sick leave, if
approved by the City Manager.

Regular employees choosing to use military leave may claim up to ten (10) days of differential pay per
calendar year provided the days are recorded as military leave and the military basic pay is less than
the employee's regular City pay. To claim differential pay, the employee must submit a copy of his/her
military orders, pay vouchers, Leave and Earnings Statement and/or other appropriate documentation
evidencing performance and compensation pertinent to the military duty.

During the period of military leave, regular employees may continue health and dental insurance
coverage up to eighteen months under COBRA coverage, provided they continue to pay their share of
the premiums. As with any other unpaid leave, employees do not accrue vacation leave or sick leave
during the period of leave without pay. However, the balance of such accruals on the date of
commencement of the military leave will remain intact for the employee’s return to work.
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Section 23. Reinstatement Following Military Service

Employees who are separated or discharged from military service under honorable conditions and who
apply for reinstatement within the established time limits are reinstated to the same position or one of
like status, seniority, and pay with the City. If, during military service, an employee is disabled to the
extent that the duties of the original position cannot be performed, the employee is reinstated to a
position with duties compatible with the disability, if available. The employee's salary upon
reinstatement is based on the salary rate just prior to leave, plus any general salary increase(s)
implemented while on leave. The addition of a performance salary increase may be considered.
Employees who are eligible for military leave have all job rights specified by the Uniformed Services
Employment and Reemployment Rights Act (USERRA).

An employee’s entitlement to the provisions of this section terminates upon the occurrence of any of the
following events:
1) Such employee is separated from uniformed service with dishonorable or bad conduct
discharge;
2) Such employee is separated from uniformed service under other than honorable conditions, as
characterized pursuant to regulations prescribed by the Secretary concerned;
3) The City's circumstances have so changed as to make such reemployment impossible or
unreasonable: or
4) Such employee gives clear written notice s/he has no intention of returning to work.

Section 24. Civil Leave

A City employee called for jury duty or as a court witness for the federal or state governments, or a
subdivision thereof, shall receive leave with pay for such duty during the required absence without
charge to accumulated leave. The employee may keep fees and travel allowances received for jury or
witness duty in addition to regular compensation; except, that employees must turn over to the City any
witness fees or travel allowance awarded by that court for court appearances in connection with official
duties. While on civil leave, benefits and leave shall accrue as though on regular duty. Employees
required to be in court for their own case, defendant or plaintiff, must use accrued compensatory time
or vacation leave during such absence from the work of the City.

Section 25. Parental School Leave

A City employee who is a parent, guardian, or person standing in loco parentis (in place of the parent)
may take up to four hours of unpaid leave annually to involve him or herself in school activities of his or
her child(ren). This leave is subject to the three following conditions:

1) The leave must be taken at a time mutually agreed upon by the employee and the City; and,

2) The City may require the employee to request the leave in writing at least 48 hours prior to the
time of the desired leave; and

3) The City may require written verification from the child's school that the employee was involved
at the school during the leave time.

Paid leave (compensatory time or vacation time) taken by an employee to attend to school activities of
his or her child shall count toward the fulfillment of this provision by the City.
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ARTICLE VIIl. SEPARATION AND REINSTATEMENT

Section 1. Types of Separations

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

Section 2. Resignation

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

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

Section 3. Reduction in Force

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

Section 4. Disability

The City will comply with the Americans with Disabilities act and will make all responsible efforts to
provide reasonable accommodation to employees who may be or become disabled. An employee who
cannot perform the essential duties of a position because of a physical or mental impairment may be
separated for disability. Action may be initiated by the employee or the City. In either case, such action
must be accompanied by medical evidence acceptable to the City Manager. The City may require an
examination, at the City's expense, performed by a physician of the City's choice. In circumstances
where the employee may be eligible to retire under the disability provisions of the North Carolina Local
Governmental Employees’ Retirement System the City will provide assistance to the employee in filing
such application.
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Section 5. Voluntary Retirement

An employee who meets the conditions set forth under the provision of the North Carolina Local
Governmental Employee's Retirement System may elect to retire and receive all benefits earned under
the retirement plan.

Section 6. Death

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

Section 7. Dismissal

An employee may be dismissed in accordance with the provisions and procedures of Article IX.

Section 8. Reinstatement

An employee who is separated because of reduction in force may be reinstated within one year of the
date of separation, upon recommendation of the Department Head, and upon approval of the City
Manager. An employee who is reinstated in this manner shall be re-credited with his or her previously
accrued sick leave.

Section 9. Rehiring

An employee who resigns while in good standing may be rehired with the approval of the City Manager,
and may be regarded as a new employee, subject to all of the provisions of rules and regulations of this
Palicy. An employee in good standing who is separated due to a reduction in force shall be given the
first opportunity to be rehired in the same or a similar position.
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ARTICLE IX. UNSATISFACTORY JOB PERFORMANCE AND DETRIMENTAL
PERSONAL CONDUCT

Section 1. Disciplinary Action for Unsatisfactory Job Performance

A regular employee may be placed on disciplinary suspension, demoted, or dismissed for
unsatisfactory job performance, if after following the procedure outlined below, the employee's job
performance is still deemed to be unsatisfactory. All cases of disciplinary suspension, demotion, or
dismissal must be approved by the City Manager prior to giving final notice to the employee.

Section 2. Unsatisfactory Job Performance Defined

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

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

1) Demonstrated iI'IE‘fﬁCiEI'IC‘y, negligence, or incompetence in the performance of duties;
2) Careless, negligent or improper use of City property or equipment;

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

4) Discourteous treatment of the public or other employees;

5) Absence without approved leave;

B) Improper use of leave privileges;

7) Failure to report for duty at the assigned time and place;

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

11) Failure to follow the chain of command to address work-related issues.
12) Failure to obtain or maintain current license or certificate required as a condition of the job.
13) Repeated or serious incident of unsafe behavior at work

14)  Failure to wear or use appropriate safety equipment or otherwise to a abide by safety rules
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Section 3. Communication and Warning Procedures Preceding Disciplinary Action
for Unsatisfactory Job Performance

When an employee's job performance is unsatisfactory, or when incidents or inappropriate actions
warrant, the supervisor shall meet with the employee as soon as possible in one or more counseling
sessions to discuss specific performance problems. A brief summary of these counseling sessions
shall be noted in the employee’s personnel file by the supervisor.

An employee whose job performance is unsatisfactory over a period of time should normally receive at
least two documented warnings, one of which may be in the final written warning, from the supervisor
before disciplinary action resulting in dismissal is taken by the City Manager. In each case, the
supervisor will record the dates of discussions with the employee, the performance deficiencies
discussed, the corrective actions recommended, and the time limits set. If the employee’s performance
continues to be unsatisfactory, then the supervisor will use the following steps:

1) A final written warning from the supervisor serving notice upon the employee that immediate
and lasting corrected perforrnance must take place in order to avoid suspension, demotion, or
dismissal.

2) If performance does not improve, a written recommendation should be sent to the City Manager
for disciplinary action such as suspension, demotion, or dismissal.

Disciplinary suspensions are for the purpose of communicating the sericusness of the performance
deficiency, not for the purpose of punishment, and should not generally exceed three days (24 hours)
for nonexempt employees. Suspensions for exempt employees shall be in accordance with FLSA
requirements to maintain exempt status.

Demotions are appropriate when an employee has demonstrated inability to perform successfully in the
current job, but shows promise and commitment to performing successfully in a lower level job. If no
other options are available, dismissal is appropnate.

If after suspension or demotion, the employee’s performance does not reach an acceptable level, the
employee may be dismissed.

Section 4. Disciplinary Action for Detrimental Personal Conduct

With the approval of the City Manager, an employee may be placed on disciplinary suspension,
demoted, or dismissed without prior warning for causes relating to personal conduct detrimental to City
service in order to 1) avoid undue disruption of work; 2) to protect the safety of persons or property; or
3) for other serious reasons.

Section 5. Detrimental Personal Conduct Defined

Detrimental personal conduct includes behavior of such a serious detrimental nature that the
functioning of the City may be or has been impaired; the safety of persons or property may be or have
been threatened; or the laws of any government may be or have been violated.

Examples of detrimental personal conduct include, but are not limited to, the following:
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1) Fraud, theft or other illegal activities;

2) Conviction of a felony or the entry of a plea of nolo contendere thereto;

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

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

5) Willful or wanton damage or destruction to property;

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

7) Possession of unauthorized firearms, alcoholic beverages, illegal substances or other lethal

weapons on the job;

8) Brutality in the performance of duties;

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

10) Engaging in incompatible employment or serving a conflicting interest;
11) Request or acceptance of gifts in exchange for favors or influence;
12)  Engaging in political activity prohibited by this Policy;

13)  Harassment of an employee(s) and/or the public on the basis of sex or any other protected
class status; or

14)  Harassment of an employee or the public with threatening or obscene language and/or
gestures;

15) Stated refusal to perform assigned duties, flagrant violation of work rules and regulations, or
serious malfeasance of work

Section 6. Possible Dismissal: Notice and Hearing

Before dismissal action is taken, whether for failure in personal conduct or failure in performance of
duties, the department head or a designee thereof, along with other persons deemed necessary to
the process, including the Human Resources Director will conduct a pre-dismissal hearing. This
hearing will be held upon at least three business days’ notice to the employee that a dismissal is
being considered and the hearing will be held, unless the employee waives such notice or the
particular circumstance require a different period. At this hearing, the employee may present any
response to the proposed dismissal to the department head or designee. The department head or
designee will consider the employee’s response, if any, to the proposed dismissal, and will, within
three business days following the pre-dismissal hearing, notify the employee in writing of the final
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decision. If the employee is dismissed, the notice shall contain a statement of the reasons for the
action and the employee's appeal rights.

If the hearing results in a decision to dismiss the employee, the employee may appeal this decision
in writing to the City Manager. The written notice of appeal shall be delivered to the Human
Resources Director and the City Manager within five business days of the date of the dismissal
decision.

Upon a timely appeal of a dismissal decision the City Manager will schedule a hearing. The
employee shall appear at the hearing and may bring whatever documentation the employee deems
appropriate, although voluminous documentation may be excluded at the City Manager's discretion.
The employee may request the right to bring one or more witnesses to testify to crtical facts upon
written application to the City Manager, along with a brief statement as to the content of the
proposed testimony. The City Manager shall have discretion as to whether to permit such
testimony.

Section 7. Non-Disciplinary Suspension

During the investigation, hearing, or trial of an employee on any criminal charge, or during an
investigation related to alleged detrimental personal conduct, or during the course of any civil action
involving an employee, when suspension would, in the opinion of the Department Head or City
Manager, be in the best interest of the City, the Department Head or City Manager may suspend the
employee for part or all of the proceedings as a non-disciplinary action. In such cases, the City
Manager may:

1) Temporarily relieve the employee of all duties and responsibilities and place the employee on
paid or unpaid leave for the duration of the suspension, or

2) Assign the employee new duties and responsibilities and allow the employee to receive such
compensation as is in keeping with the new duties and responsibilities.

If the employee is reinstated following the suspension such employee shall not lose any compensation
or benefits to which otherwise the employee would have been entitled had the suspension not
occurred. Ifthe employee is terminated following suspension, the employee shall not be eligible for any
pay from the date of suspension; provided, however, all other benefits with the exception of accrued
vacation and sick leave shall be maintained during the period of suspension.

ARTICLE X. GRIEVANCE PROCEDURE AND ADVERSE ACTION APPEAL

Section 1. Policy

The City shall provide a just procedure for the presentation, consideration, and disposition of employee
grievances. The purpose of this article is to outline the procedure and to assure all employees that a
response to their complaints and grievances will be prompt and fair.
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Employees utilizing the grievance procedures shall not be subjected to retaliation or any form of
harassment from supervisors or employees for exercising their rights under this policy. Supervisors or
other employees who violate this policy shall be subject to disciplinary action up to and including
dismissal from City service.

Section 2. Grievance Defined

A grievance is a claim or complaint by a current or a former employee based upon an event or
condition which affects the circumstances under which an employee works, allegedly caused by
misinterpretation, unfair application, or lack of established policy pertaining to employment
conditions. Grievance does not include appeal from a dismissal decision, which is covered by
Article IX.

Section 3. Purposes of the Grievance Procedure

The purposes of the grievance procedure include, but are not limited to:

1) Providing employees with a procedure by which their complaints can be considered promptly,
fairly, and without reprisal;

2) Encouraging employees to express themselves about the conditions of work which affect them
as employees;

3) Promoting better understanding of policies, practices, and procedures which affect employees;

4) |I"ICI'EEISiI"Ig emplnyees' confidence that personnel actions taken are in accordance with
established, fair, and uniform policies and procedures;

5) Increasing the sense of responsibility exercised by supervisors in dealing with their employees.

6) Encouraging conflicts to be resolved between employees and supervisors who must maintain

an effective future working relationship, and therefore, encouraging conflicts to be resolved at
the lowest level possible of the chain of command; and

7) Creating a work environment free of continuing conflicts, disagreements, and negative feelings
about the City or its leaders, thus freeing up employee motivation, productivity, and creativity.

Section 4. Procedure

When an employee has a grievance, the following successive steps are to be taken unless
otherwise provided. The number of calendar days indicated for each step should be considered the
maximum, unless otherwise provided, and every effort should be made to expedite the process.
However, the time limits set forth may be extended by mutual consent. The last step initiated by an
employee shall be considered to be the step at which the grievance is resolved. A decision to
rescind a disciplinary suspension or demotion must be recommended by the Department Head and
approved by the City Manager.
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Informal Resolution. Prior to the submission of a formal grievance, the employee and supervisor
should meet to discuss the problem and seek to resolve it informally. Either the employee or the
supervisor may involve the respective Department Head as a resource to help resolve the grievance.
In addition, the employee or supervisor may request mediation from a local mediation services or other
qualified parties to resolve the conflict, upon approval of the Human Resources Director. Mediation
may be used at any step in the process when mutually agreed upon by the employee and relevant City
supervisor or Manager. Mediation is the process where a neutral party assists the parties in conflict
with identifying mutually agreeable solutions or understandings.

Step 1. If no resolution to the grievance is reached informally, the employee who wishes to pursue a
grievance shall present the grievance to the appropriate supervisor in writing. The grievance must be
presented within fifteen calendar days of the event or within fifteen calendar days of learning of the
event or condition. The supervisor shall respond to the grievance within ten calendar days after receipt
of the grievance. The supervisor should, and is encouraged to, consult with any employee of the City in
order to reach a correct, impartial, fair and equitable determination or decision concerning the
grievance. Any employee consulted by the supervisor is required to cooperate to the fullest extent
possible.

The response from the supervisor for each step in the formal grievance process shall be in writing and
signed by the supervisor. In addition, the employee shall sign a copy to acknowledge receipt thereof.
The responder at each step shall send copies of the grievance and response to the Human Resources
Director.

Step 2. If the grievance is not resolved to the satisfaction of the employee by the supervisor, the
employee may appeal, in writing, to the appropriate Department Head within ten calendar days after
receipt of the response from Step 1. The Department Head shall respond to the appeal, stating the
determination of decision within ten calendar days after receipt of the appeal.

Step 3. If the grievance is not resolved to the satisfaction of the employee at the end of Step 2, the
employee may appeal, in writing, to the City Manager within ten calendar days after receipt of the
response from Step 3. The City Manager shall respond to the appeal, stating the determination of
decision within ten calendar days after receipt of the appeal. The City Manager's decision shall be the
final decision. The City Manager will notify the City Board of any impending legal action.

Department Heads. In the case of Department Heads or other employees where the City Manager
has been significantly involved in determining disciplinary action, including dismissal, the City may wish
to obtain a neutral outside party to act as a mediator to assist in resolving the conflict.

The filing of a lawsuit by an employee on an issue while there is a grievance on the same issue will end
the appeal(s) under the City's grievance procedure.

Section 5. Role of the Human Resources Director

Throughout the grievance procedure, the roles of the Human Resources Director shall be as follows:

1. To advise parties (including employee, supervisors, and City Manager) of their rights and
responsibilities under this policy, including interpreting the grievance and other policies for
consistency of application;

2. To be a clearinghouse for information and decisions in the matter including maintaining files of
all grievance documents.
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3. To give notices to parties concerning timetables of the process, etc.;
4. To assist employees and supervisors in drafting statements; and
5. To facilitate the resolution of conflicts in the procedures or of the grievance at any step in the

process; and
B. To help locate mediation or other resources as needed.

The Human Resources Director shall also determine whether or not additional time shall be allowed to
either side in unusual circumstances if the parties cannot agree upon extensions when needed or
indicated.

Section 6. Grievance and Adverse Action Appeal Procedure for Discrimination

When an employee, former employee, or applicant, believes that any employment action discriminates
illegally (i.e. is based on age, sex, race, color, national origin, religion, creed, political affiliation, or non-
disqualifying disability, marital status or veteran status), he or she has the right to appeal such action
using the grievance procedure outlined in this Article (Section 4 above). While such persons are
encouraged to use the grievance procedure, they shall also have the right to appeal directly to the
Human Resources Director or City Manager. Employment actions subject to appeal because of
discrimination include promotion, training, classification, pay, disciplinary action, transfer, layoff, failure
to hire, or termination of employment. An employee or applicant should appeal an alleged act of
discrimination within thirty calendar days of the alleged discriminatory action, but may appeal for up to
six months following the action. MNothing in this policy is intended to discourage or prevent an
employee, former employee or applicant from filing a formal charge of discrimination or other illegal
action with the appropriate state or federal agency having jurisdiction.

ARTICLE XI. RECORDS AND REPORTS

Section 1. Public Information

In compliance with GS 160A-168(b), the following information with respect to each City employee is
a matter of public record:

1) Name,
2) Age;
3) Date of original employment or appointment to the service;

4) The terms of any contract by which the employee is employed whether written or oral, past
and current, to the extent that the City has the written contract or a record of the oral
contract in its possession;

5) Current position title;

47



Agenda

6) Current salary;
7) Date and amount of each increase or decrease in salary with the City;
8) Date and type of each promotion, demotion, transfer, suspension, separation, or other

change in position classification with the City;
9) Date and general description of the reasons for each promotion with the City;

10) Date and type of each dismissal, suspension, or demotion for disciplinary reasons taken by
the municipality. If the disciplinary action was a dismissal, a copy of the written notice of the
final decision of the municipality setting forth the specific acts or omissions that are the
basis of the dismissal; and

11)  The office to which the employee is currently assigned.

Any person may have access to this information for the purpose of inspection, examination, and
copying, during regular business hours, subject only to such rules and regulations for the
safekeeping of public records as the City may adopt.

For the purposes of this subsection, the term “salary” includes pay, benefits, incentives, bonuses, and
deferred and all other forms of compensation paid by the City.

Section 2. Access to Confidential Records

All information contained in a City employee's personnel file, other than the information mentioned
above is confidential and shall be open to inspection only in the following instances:

1) The employee or his/her duly authorized agent may examine all portions of his/her personnel
file except letters of reference solicited prior to employment, and information concerning a
medical disability, mental or physical, that a prudent physician would not divulge to the patient.

2) A licensed physician designated in writing by the employee may examine the employee's
medical record.

3) A City employee having supervisory authority over the employee may examine all material in the
employee’s personnel file.

4) By order of a court of competent jurisdiction, any person may examine all material in the
employee’s personnel file.

5) An official of an agency of the State or Federal Government, or any political subdivision of the
State, may inspect any portion of a personnel file when such inspection is deemed by the City
Manager to be necessary and essential to the pursuit of a proper function of the inspecting
agency, but no information shall be divulged for the purpose of assisting in a criminal
prosecution of the employee, or for the purpose of assisting in an investigation of the
employee's tax liability. However, the official having custody of the personnel records may
release the name, address, and telephone number from a personnel file for the purpose of
assisting in a criminal investigation.
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6) An employee may sign a written release to be placed in his/her personnel file that permits the
record custodian to provide, either in person, by telephone, or by mail, information specified in
the release to prospective employers, educational institutions, or other persons specified in the
release.

6) The City Manager, with the concurrence of the City Council, may inform any person of
the employment, non-employment, promotion, demotion, suspension or other
disciplinary action, reinstatement, transfer, or termination of a City employee, and the
reasons for that action. Before releasing that information, the City Manager shall
determine in writing that the release is essential to maintaining the level and quality of
City services. The written determination shall be retained in the City Manager's office, is
a record for public inspection, and shall become a part of the employee's personnel file.

Section 3. Personnel Actions

The Human Resources Director, with the approval of the City Manager, will prescribe necessary forms
and reports for all personnel actions and will retain records necessary for the proper administration of
the personnel system. There shall be one set of official personnel files, centrally located as designated
by the City Manager, normally in the Human Resources office. Any document not located there is not
an official part of that employee’s personnel record. These files shall contain documents such as
employment applications and related materials, records of personnel actions, documentation of
employee warnings, disciplinary actions, performance evaluations, retirement and insurance records,
letters of recommendation, and other personnel-related documents.

Section 4. Records of Former Employees

The provisions for access to records apply to former employees as they apply to present employees.

Section 5. Remedies of Employees Objecting to Material in File

An employee who objects to material in his/her file may place a statement in the file relating to the
material considered to be inaccurate or misleading. The employee may seek removal of such material
in accordance with established grievance procedures.

Section 6. Penalties for Permitting Access to Confidential Records

Section 160A-168 of the General Statues provides that any public official or employee who knowingly
and willfully permits any person to have access to any confidential information contained in an
employee personnel file, except as expressly authorized by the designated custodian, is guilty of a
misdemeanor and upon conviction shall be fined in an amount consistent with the General Statutes.

Section 7. Examining and/or Copying Confidential Material without Authorization

Section 160A-168 of the General Statutes of North Carolina provides that any person, not specifically
authorized to have access to a pEI‘SﬂI‘IT‘Ie1 file designated as confidential, who shall kn:::-wingly and
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willfully examine in its official filing place, remove or copy any portion of a confidential personnel file
shall be guilty of a misdemeanor and upon conviction shall be fined consistent with the General
Statutes.

Section 8. Destruction of Records Regulated

MNo public official may destroy, sell, loan, or otherwise dispose of any public record, except in
accordance with GS 121.5, without the consent of the State Department of Cultural Resources.
Whoever unlawfully removes a public record from the office where it is usually kept, or whoever, alters,
defaces, mutilates or destroys it will be guilty of a misdemeanor and upon conviction will be fined in an
amount provided in Policy 132.3 of the General Statutes.

ARTICLE XIl. IMPLEMENTATION OF POLICIES

Section 1. Conflicting Policies Repealed
All policies, ordinances, or resolutions that conflict with the provisions of these policies are hereby

repealed.

Section 2. Severability
If any provision of these policies or any rule, regulation, or order thereunder of the application of such

provision to any person or circumstances is held invalid, the remainder of these policies and the
application of such remaining provisions of these policies of such rules, regulations, or orders to
persons or circumstances other than those held invalid will not be affected thereby.

Section 3. Effective Date
These policies shall become effective on a date approved by the City Council.

Section 4. Amendments
This policy may be amended by action of the City Council and by a formal action appropriately

approved. Notice of any suggested amendment to the policy, or any portion thereof, shall be provided
to employees and opportunities for employee comment and reaction shall be made available prior to
the amendments going to the City Council for action. Proposed amendments should be posted on
bulletin boards in all employee work locations and/or in employee newsletters. Any revisions or
amendments adopted in conformance with this procedure shall become effective as of the date of
such adoption.
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CITY OF HENDERSONVILLE
AGENDA ITEM SUMMARY
Submitted By: Adam Murr Department: Utilities
Date Submitted; 10-24-2018 Presenter: Lee Smith

Date of Council Meeting to consider this item: 11-01-2018

Nature of ltem: Council Action

Summary of Information/Request: Item # 05e

The Facilities Maintenance Mechanic | position (pay grade 9) within the Water and Sewer Department was approved as
part of the FY19 budget. This position was intended to perform maintenance and repairs to the Water and Sewer
Department's generators, located at various sites throughout our service area.

Staff has reviewed the job description and determined that the technical skills and abilities required for this position greatly
exceed what is required for a Facility Maintenance Mechanic | or |l. However, the level of responsibilities was determined
to be similar to the Facilities Maintenance Mechanic |l (pay grade 11) position. Additionally, staff has determined that

advertisement of the position with the Facility Maintenance Mechanic title would not reach an adequate, qualified pool of
candidates.

It is recommended that the Facilities Maintenance Mechanic position ( Pay Grade 9) be retitled and reclassified to a
Generator Maintenance Technician (pay grade 11).

‘Budget Impact: $309500 s this expenditure approved in the current fiscal year
: budget?No If no, describe how it will be funded. '

éThis position was approved as a pay grade 9. |t has not been filled. The additional funds would come from three months of .
‘unpaid salary.

‘Suggested Motion:
| mowve City Council approve the position reclassifications and job descriptions as presented.

Attachments:
Job Descriptions
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Generator Maintenance Technician

Primary Reason Why Classification Exists
To perform a variety of semi-skilled work in the maintenance and repair of the City's water and
wastewater generators and transfer switchgear.

Distinguishing Features of the Class

An employee in this class performs a variety of entry level skilled and technical tasks in the inspection,
repair, preventive, and corrective maintenance on Internal Combustion (IC) engines, diesel generators,
and other internal combustion gaseous engines; tests, replaces or adjusts engine components such as
valves, pistons, bearings, emissions systems, and other related systems; and, interprets schematic wiring
and modifies diesel control circuits. Work is performed under general supervision or with technical
guidance may perform more difficult assignments as assigned by Facility Maintenance Supervisor.

Illustrative Examples of Work
e Performs preventive and corrective maintenance on Automatic Transfer Switches (ATS) and

annunciator panels.

e Assist and participate in routine inspections to IC engines, diesel generators, and associated
equipment.

¢ Perform load testing on units to identify possible problems and prevent wet stacking.
Make electrical and mechanical wiring modifications to LP, Natural Gas, Diesel control circuits.
Rebuild and repair gas compressors (turbochargers) used for forced-induction of IC engines, head
gaskets, seals, water pumps, catalytic converters, torque heads, belts and hoses.

* (Conduct automatic and manual transfer tests of simulated power outages to ensure generators are

functioning properly.

Test batteries, fuel coolant, and oil; ship oil samples for analysis.

Transport and dispose hazardous materials.

Obtains materials, supplies, tools and equipment using established purchasing procedures.

Keeps records of work activities.

Assists in other divisions as needed.

Participates in the City's safety program and adheres to safety procedures and policies.

¢ Performs related tasks as required.

Knowledge, Skills, and Abilities:

e  Working knowledge of standard practices, materials, tools, and equipment utilized in maintenance and
repair of commercial generators and switchgear

¢ Working electrical control maintenance and repair techniques.

Working knowledge of work hazards and applicable safety precautions associated with assigned area

of work.

Some knowledge of city purchasing procedures.

Ability to understand and follow oral and written instructions.

Ability to use varied equipment required in performance of duties.

Ability to establish and maintain effective working relationships with other employees, supervisors

and the general public.

* Ability to keep accurate records of materials used.

e  Ability to set appropriate priorities and work productively without close supervision.
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Generator Maintenance Mechanic
City of Hendersonville
Page 2

¢ Ability to identify and report maintenance needs or safety issues to the supervisor.

Physical Reguirements

Work in this class is characterized as heavy work requiring the exertion of 100 pounds of force
occasionally, up to 50 pounds of force frequently, and up to 20 pounds of force constantly to move
objects. Work requires climbing, balancing, stooping, knelling, crouching, reaching, standing, working,
pushing, pulling, lifting, grasping, and repetitive motions. Vocal communication is required for
expressing or exchanging ideas by means of the spoken word. Hearing is required to perceive information
at normal spoken word levels. Visual acuity is required for depth perception, color perception, preparing
and analyzing written or computer data, visual inspection involving small defects and/or small parts, use
of measuring devices, assembly or fabrication of parts at or within arms” length, operation of machines
and motor vehicles, determining accuracy and thoroughness of work, and observing surroundings.

Working Conditions

Employee in this class is subject to both inside and outside environmental conditions, extreme cold and
heat, noise from motorized maintenance equipment, vibrations, atmospheric conditions, and oils, greases,
fumes, dirt, sharps from metal and glass, and biting or stinging insects and possibly reptiles. Employee
must wear hearing/visual protection while performing most field work and may be exposed to blood
borne pathogens requiring specialized personal protective equipment. Employee may frequently work in
close quarters, crawl space, shafts, manholes, small enclosed rooms and other areas which could cause
claustrophobia.

Education
Graduation from high school or equivalency.

Experience
Four (4) years of experience working in the power production field Must have sound knowledge of

operation and troubleshooting generators and transfer switches.
Special Requirements
Valid driver’s license

FLSA Status: Non-Exempt

Disclaimer

This classification specification has been designed to indicate the general nature and level of work
performed by employees within this classification. It is not designed to contain or be interpreted as a
comprehensive inventory of all duties, responsibilities, and qualifications required of employees to
perform the job. The City of Hendersonville reserves the right to assign or otherwise modify the duties
assigned to this classification.
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CITY OF HENDERSONVILLE
AGENDA ITEM SUMMARY

Submitted By: Adam Murr Department: Admin

Date Submitted: 10/22/2018 Presenter; Lee Smith

Date of Council Meeting to consider this item: 11/01/2018

Nature of ltem: Council Action

Summary of Information/Request: Item # 05f

The Water & Sewer Department is seeking City Council approval for a sole-source generator maintenance agreement.
City Staff recommend a six (6) month agreement with Maybin's Emergency Power Systems (Maybin's). Maybin's is a
nearby firm (Zirconia, NC) offering full support and services required by the Water & Sewer Department. This contract is
intended fo assist in maintenance as the City begins to recruit, hire, and train a Generator Maintenance Technician; who
will complete future work as City Staff.

‘Budgetlmpact: $NA s this expenditure approved in the current fiscal year
: budget?N/A If no, describe how it will be funded. '
Expenses will be tracked as needed. The estimated cost per maintenance call is $5,500. .

‘Suggested Motion:
| mowve City Council enter into a generator maintenance agreement with Maybin's Emergency Power Systems for a six (8)
month period as outlined in the Planned Maintenance Agreement.

Attachments:
See Below.



Sole Sourcing Justification
Maybin's Emergency Power Systems — Cummins Generators

Buying Local
The City of Hendersonville desires to purchase and contract service with local vendors within the City and

Henderson County. Maybin’s Emergency Power Systems (Maybin's) provides local sales, installation,
support and warranty of Cummins power generation equipment. Maybin’s is focused on providing service
in western North Carolina and has an office located in nearby Zirconia, NC.

Buying Quality Equipment

It has been our experience that the quality of generators manufactured by Cummins has been exemplary
while our service experience with Maybin's has always been outstanding. Maybin's provides engineering
and field support for Cummins products. Procuring Cummins products, compared to other emergency
power systems, will save the City operation and maintenance costs in the long-run, as we have
standardized with this type of power generation equipment throughout our water distribution and sewer
collection systems. This allows for less repair and replacement parts to manage in inventory and will allow
for our new generator service technician to focus this one type of power generation equipment.

In the future, the Water and Sewer Department will examine additional service providers. Examining
additional providers in the future will keep all involved parties honest about products, services, and costs.
Maybin's and Cummins have proved excellence in products and services; however, the City recognizes in
the future, alternative service providers may provide greater benefit and greater savings, if equal service
providers are available in this region.

Sole Source of Supply

Maybin's is a factory certified/trained dealer and is a licensed NC electrical contractor specializing in
power generation equipment; licensed to sell, service, repair, install and warranty Cummins generators in
western Morth Carclina. While in a contract with Maybin’s Emergency Power, the mark up cost for
required maintenance parts is negotiated at no more than 10% above dealer’s cost, and no more than
4.5% percent on new generator purchases. This is a substantial saving over the general contractor mark
up of up to 20%.

The advantage of sole source for the Department is the consistency of pricing, parts, and service. Sole
sourcing helps to increase efficiency when ordering parts, seeking emergency repair services and
purchasing new generators. Sole sourcing works very well with our long-range goal of standardizing the
Department’s power generation equipment.

Agenda
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Page 1
CUMMINS/ONAN EMERGENCY POWER PRODUCTS

Maybin's Emergency Power Systems
197 Mountain Valley Cemetery Road, Zirconia, NC 28790
(828) 697-1195 Phone
(828) 697-2125 Fax

Planned Maintenance Agreement

Maybin's Emergency Power Systems will provide planned maintenance and 24 hour emergency
service on your generator set (s) listed on page 3, at the rate’s and intervals contained herein:

1. Planned Maintenance:
The following services will be performed every _ 6 months to insure operational capability
of generator set and accessories.

A. Electrical System AC & DC --all cables will be checked, cleaned, and tightened as required.
Batteries will be checked for correct specific gravity and distilled water added, if needed. External
battery charger and/or battery charging alternator will be inspected and tested for proper operation.
Terminations, control panel, control components, warning systems, and emergency shutdowns will be
checked for proper operation.

B. Fuel Systems--Inspect system for leaks. All fuel filters will be replaced as required or at least
once a year.

C. Lube Oil System-- Check oil level, governor reservoir level, record engine oil pressure,
inspect system for leaks, change lube oil and filters per manufacturer's recommendations at the cost
indicated on page 3. If the unit has a lube oil heater, it will be checked to insure proper operation. An
oil analysis sample will be made yearly to monitor internal engine conditions.

D. Cooling System-- Inspect system for leaks and test coolant for proper anti-freeze mixture
and level all hoses, hose clamps, belts, and jacket water heater connections will be inspected.

If the engine is equipped with a water filter, the filter will be changed at the same time as the oil
filter.

For air cooled units cooling fins, fans, shrouds, etc. will be inspected, cleaned, and checked for
proper operation.

E. Air Filters-- Inspect complete air intact and exhaust systems including louvers/shutters for
correct operation whenever generator is running either in manual or automatic mode. Inspect and
clean all air filters-if needed. )

F. Exhaust System- Open and drain condensation traps. Check for any exhaust restrictions.
Inspect systems for leaks, and check all mounting hardware, and tighten as necessary. Check rain
cap for proper operation when engines running and stopped.

G. Generator Sets-- Manually Operate generator set at no load and verify that generator is
producing rated AC voltage and frequency and all control panel instruments and gauges are
functioning. In addition, unit will be checked for an unusual engine or generator noise, water, oil, or
exhaust leaks and smooth running engine.
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Whenever possible the customer should make building load available or have a load bank. We
will check the unit under load for 15 to 30 minutes and record unit panel readings.

H. Switchgear-- Inspect and test transfer switch and/or paralleling gear to insure that it
automatically starts the generator and is transferring properly. Plus, all options such as: time delays,
plant exerciser, battery charger, etc. are performing in accordance with customer's requirements.

|. General--Grease all necessary fittings, visually inspect vibration isolators, duct work,
weatherproof enclosures, worn and/or rubbing part and components.

J. Reports--A detailed report will be provided describing the work that was performed and
recommendations for corrective maintenance that is not covered by the planned maintenance service.

K. Price- The price for a planned maintenance service call includes labor and travel cost for
service described in paragraph 1. A through K at a price of __$11,500.00__ per year based on 2.
visits per year.

2. Emergency Service:
Normal business hours are from 8:00 am to 5:00 pm, Monday through Friday, excluding
Holidays. The hourly rate for service during those hours is charged portal to portal and is as follows:

Standard PM Customer
Regular Business Hours $135.00 $110.00
Over Time/Holiday Hours $155.00 $135.00

There will be a minimum of a two hour charge for any services performed on weekends,
holidays, or calls received after 5:00 pm during normal business week,
Hotels, meals, etc., if applicable, will be billed at actual cost.

3. Warranty

Maybin's Emergency Power warranties repair work performed by any Maybin’s Emergency
Power technician to be free from defects in workmanship under normal use and service for three (3)
months or 150 hours of operation, whichever comes first.

Obligations under this warranty are limited to repair or replacement, at Maybin's Emergency
Power's option, of any parts damaged as a result of faulty workmanship.

4. General

In order to help reduce down time, we make a list of miscellaneous and “hard to get” parts and/or
materials for the generators that we have under planned maintenance agreement. Although, we stock
many parts, we have found it impossible to stock everything needed for all the different generator
systems that we service. These parts consist of: belts, hoses, diodes, regulators, etc. ltems that usually
cause problems but that we may not have during an emergency. We suggest the spare parts be
purchased and stored at the generator site to be used in case of emergency. This is only a suggestion.

The purpose of this inspection is to maintain the equipment at the highest operational level
possible for this purpose, any parts required, not specifically mentioned above and labor over three (3)
hours will be charged to the equipment owner at listed rates.

It is understood that this agreement does not include expenses to repair damages caused by
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abuse, accident, theft, acts of a third person, altering equipment or forces of nature.

This agreement renews annually by authorization of customer.

Note: Customer will be invoiced after service's rendered. We accept no retainer.

NOTE: Cancellation of this agreement can be performed by either party sending notification, in writing,
thirty (30) days prior to desired cancellation date.

Repair parts will be billed per site if required to repair unit. Does not include replacement of batteries,

belts or control parts. Programing of control boards if needed will be Per Board per site when needed.
Oil and filters to be changed @ 100hr intervals.

Maybin's Emergency Power
By: MAmes L. Y4y b

Eejﬂ?/%ﬁ_ Date’ RO 208

Signature:

Purchase er:

Maybin’'s Emergency Power System
197 Mountain Valley Cemetery Road
Zirconia, NC 28790

828-697-1195



Owner

By:

Signature:

Title:

Address:

Phone:

Date:

Agenda
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CITY OF HENDERSONVILLE
AGENDA ITEM SUMMARY
Submitted By: Tammie Drake Department: Admin
Date Submitted: 10.25.18 Presenter:

Date of Council Meeting to consider this item: 11.01.18

Nature of Iltem: Presentation Only

- Summary of Information/Request: Item # 06

éAn update on tourism in the area will be given by Beth Carden.

Friends of the Oklawaha Greenway will give an update on the draftHenderson County’s new Greenway Master Plan,
:Survey and Public Input Sessions, future extensions, etc.

. Budget Impact: $ Is this expenditure approved in the current fiscal year
. budget? N/A If no, describe how it will be funded.

- Suggested Motion:

Attachments:
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CITY OF HENDERSONVILLE
AGENDA ITEM SUMMARY

Submitted By: Susan G. Frady Department: Development Asst Dept

Date Submitted: 10.9.18 Presenter: Susan G. Frady, Development Asst Director

Date of Council Meeting to consider this item: 11-1-18

Nature of ltem: Council Action

Summary of Information/Request: Item # 07

The City of Hendersonville has received a petition from Jennifer Fleming for contiguous annexation of parcel
9577-09-2306 containing approximately 0.24 acres located at 917 Rutledge Annex. This annexation application is related
to a sewer service request due to a failing septic tank. Please refer to the attached maps for additional information.

At your meeting of October 4, 2018, you accepted the Clerk's Certificate of Sufficiency and recommended a public hearing
for the November 1, 2018 City Council meeting.

At this public hearing, any person residing in or owning property in the area proposed for annexation and any resident of
Hendersonville may appear and be heard on the guestions of the sufficiency of the petition and the desirability of the
annexation. If City Council then finds and determines that the area described in the petition meets all of the standards set

out in G.S. 160A-31, Council may adopt an ordinance annexing the area described in the petition.

‘Budgetlmpact: $ Is this expenditure approved in the current fiscal year
: budget?N/A If no, describe how it will be funded.

Suggested Motion:
| move the City Council adopt an ordinance annexing the property included in the petition from Jennifer Fleming effective

November 1, 2018.

Attachments:

Ordinance

Map

Survey

Cerlificate of Sufficiency
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Ordinance #

AN ORDINANCE TO EXTEND THE CORPORATE LIMITS OF THE
CITY OF HENDERSONVILLE, NORTH CAROLINA
Jennifer Fleming

WHEREAS, the City of Hendersonville has been petitioned, pursuant to North Carolina General
Statutes (NCGS) 160A-58.1, as amended, to annex the area described herein;and,

WHEREAS, the City Council has by resolution directed the City Clerk to investigate the sufficiency
of said petition; and,

WHEREAS, the City Clerk has certified the sufficiency of said petition and a public hearing on the
question of this annexation was held at City Hall, Hendersonville, N.C. at 5:45 p.m., on the first day of
November 2018, after due notice by publication as by law provided, and,

WHEREAS, the City Council further finds the areas described therein meets the standards of G.S.
160A-58.1(b), to wit:

a. The area is contiguous to the present City boundaries;
b. The petition presented to the City Council was signed by the owners of the real property
located in the area;
¢. The petition was prepared in accordance with a form prescribed by NCGS 160A -31, and
d. At the public hearing all persons owning property in the area to be annexed who allege an errorin
the pelition were given an opportunity to be heard, as well as residents of the City who question
the necessity for annexation.

NOW. THEREFORE, BE IT ORDAINED by the City Council of the City of Hendersonville, North
Carolina:

Section 1. By virtue of the authority granted by G.S. 160A-58.1, as amended, the following
described area is hereby annexed and made part of the City of Hendersonville as of the first day of
Movember 2018,

DESCRIPTION OF PROPERTY

BEGINNING at a one-inch existing iron pin, said existing iron pin being the beginning corner of that property
described in deed found in Deed Book 571 at page 412 of the Records of the Henderson County Registry,
said existing iron pin also being the southwestern corner of the Elgin tract {(now or formerly) as shown and
described in deed found in Deed Book 662 at Page 409 of the Records of the Henderson County Registry,
and moving thence from said beginning point and traveling North 68 deg. 30 min. 00 sec. East 110.85 feet to
an existing iron pin in the boundary of Rutledge Annex, a 20-foot right-of-way leading to Rutledge Drive
(S.R. 1166): thence along and with the eastern margin of the right-of-way of Rutledge Annex, South 24 deg.
00 min. 0D sec. East 82,33 feet to a point; thence turning and running South 68 deg. 50 min. 00 sec.
West124.10 feet to a point; thence turning and running North 17 deg. 05 min. 00 sec. West 64.41 feettoa
point; then North 06 deg. 18 min. 31 sec. West 17.94 feet to the iron pin that is the point and place of the
BEGINNING, and containing .22 acres, more or less, according to a “Survey for Michiel Frank Wynne" under
date of November 23, 1993 by Freeland-Clinkscales & Associates, Inc., and being Drawing No. HNC-13666.
For legal reference see deed found in Deed Book 571 at Page 412 of the Records of the Henderson County
Registry,

Section 2. Upon and after the first day of November 2018, the above-described territory, and its
citizens and property shall be subject to all debts, laws, ordinances and regulations in force in the City of
Hendersonville, and shall be entitled to the same privileges and benefits as other parts of the City of
Hendersonville. Said territory shall be subject to municipal taxes according to NCGS 160A-31, as
amended.



Section 2. The City Clerk of the City of Hendersonville shall cause to be recorded in the office of
the Register of Deeds of Henderson County and at the Office of the Secretary of State in Raleigh, North
Carolina, an accurate map of the annexed territory;-described in Section 1, hereof, together with a duly
certified copy of this ordinance.

ADOPTED this first day of November 2018.

Barbara Volk, Mayor, City of Hendersonville
ATTEST:

Tammie K. Drake, CMC, City Clerk

. APPROVED AS TO FORM:

Samue! H. Fritschner, City Attorney

STATE OF NORTH CAROLINA, COUNTY OF HENDERSON

l, , @ Notary Public in Henderson County, State
of North Carolina, do hereby certify that Barbara Volk in her capacity of Mayor of the City of Hendersonville:
Tammie K. Drake, in her capacity of City Clerk; and Samuel H. Fritschner, in his capacity as City Attorney,
personally appeared before me this day and acknowledged the due execution of the foregoing instrument.

Witness my hand and notarial seal, this ., 2018.

My commission expires __

Agenda
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CERTIFICATE OF SUFFICENCY

RE: Petition for Contiguous Annexation
Jennifer Fleming
File No. P18-25-ANX

To the Honorable Mayor and members of the City Council of Hendersonville, North Carolina:

I, Tammie K. Drake, City Clerk, begin first duly sworn, hereby certify an investigation has been completed
of the above referenced petition for the contiguous annexation of parcel 9577-09-2306 located at 917

Rutledge Annex.

A. According to the Development Assistance Department, the area described in the petition
meets all of the standards set out in G.5. 160A-58.1(b).

1. The petition follows the prescribed form.
2. The petition was signed by the owners of the subject property.
3. The subject property adjoins the present city limits line.

Having made the findings stated above, | hereby certify the petition for contiguous annexation
presented by Jennifer Fleming is valid.

In witness whereof, | have here unto set my hand and affixed the seal of the City of Hendersonville,
this 12 day of _Seph 2018.

m} K- bb’ﬁlq__,l
Tammie K. Drake, MMC, City Clerk
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CITY OF HENDERSONVILLE
AGENDA ITEM SUMMARY
Submitted By: Susan Frady Department: Development Asst Dept
Date Submitted: 10.23.18 Presenter: Susan G. Frady, Development Asst Director

Date of Council Meeting to consider this item: 11.01.18

Nature of ltem: Council Action

Summary of Information/Request: Item # 08

At the August City Council meeting, the City Council discussed that some permitted uses within the CMU Central Mixed
Use Zoning District may need to be changed to conditional uses. The proposed amendment does not add any new uses,
or remove any existing uses, from the CMU zoning district. Several uses that are currently permitted uses are proposed to
change to conditional uses.

‘Budgetlmpact: $ Is this expenditure approved in the current fiscal year
: budget?N/A If no, describe how it will be funded.

‘Suggested Motion:
Suggested motions are on page 5 of the memo.

Attachments:

Memo
Map



MEMORANDUM

TO: Honorable Mayor and City Council
FROM: Development Assistance Department
RE: Text Amendment of Section 5-19 Central Mixed Use Zoning District

FILE #: P18-24-ZTA
DATE: November 1, 2018
PROJECT HISTORY

At the August City Council meeting, the City Council discussed that some permitted uses
within the CMU Central Mixed Use Zoning District may need to be changed to conditional
uses. The proposed amendment does not add any new uses, or remove any existing
uses, from the CMU zoning district. Several uses that are currently permitted uses are
proposed to change to conditional uses.

The Board of Adjustment reviews conditional use permits. A quasi-judicial public hearing
is required and abutting property owners are notified by mail. A complete site plan must
be submitted and all requirements of the zoning ordinance must be met including: parking,
buffers, street trees, streetscape design, etc. After the public hearing, and on
consideration of the record, the Board of Adjustment will take action on the application,
either denying it, approving it, or approving it subject to one or more reasonable and
appropriate conditions.

The Board of Adjustment shall not approve an application for a conditional use permit,
with or without conditions, unless it makes each of the following findings of fact: (1) the
proposed use complies with the standards for such use contained in Article XVI; (2) the
proposed use will not adversely affect the health or safety of persons residing or working
in the neighborhood of such proposed use; and (3) the proposed use will not be
detrimental or injurious to property or public improvements in the neighborhood of the
proposed use.

Currently, site plans with structures up to 20,000 sq. ft. are reviewed by staff. Structures
from 20,000 to 50,000 sq. ft. are reviewed by the Planning Board. Anything greater than
50,000 sq. ft. requires a rezoning to a conditional zoning district. Additionally, for
development plans between 10,000 and 20,000 sq. ft. a sign, that is a minimum of 18 in.
x 24 in., giving notice of receipt of a development application must be posted on the
property for a minimum of 30 days with our contact information displayed.

Listed below are proposed changes to the Zoning Ordinance. Additions are underlined

and deletions are struck-through.

Agenda
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CITY COUNCIL
CMU AMENDMENT
NOVEMEBER 1, 2018
PAGE 2

Article IV Classifications of Uses. The matrix shall be amended to reflect the
following changes to Section 5-19-1 permitted uses and 5-19-2 conditional uses.

Article V Zoning District Classifications Section 5-19 CMU Central Mixed Use
Zoning District Classification

5-19-1 Permitted Uses: The following uses are permitted by right in the CMU, Central
Mixed Use Zoning District Classification, provided that they meet all requirements of
this Section and all other requirements established in this Ordinance:

Accessory dwelling units subject to special requirements contained in Section 16-4,
below

Accessory uses & structures

Adult care centers registered with the NC Department of Human Resources

Bed & breakfast facilities

Bus stations

Business-sepsices

Child care homes

Congregate care facilities, subject to special requirements contained in Section 16-4,
below

Cultural arts buildings
Dance and fitness facilities
Dry cleaning and laundry establishments containing less than 2,000 ft: of floor area

Euneral-homes

Garage Apartments
Home occupations
Hetels and-metels
Laundries, coin-operated

W L = w1 fa - al=Ta. =i 5 =] aT=1Fa

Mobile food vendor, subject to special requirements contained in Section 16-4,
below
Music and art studios

Nursing homes subject to special requirements contained in Section 16-4, below
p I n ! I I ! "

Parks

Personal seruces
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CITY COUNCIL
CMU AMENDMENT
MOVEMEER 1, 2018
PAGE 3

Planned residential developments (minor), subject to the requirements of Article VII,
below
Progressive care facilities subject to special requirements contained in Section 16-4,
below

Recreational facilities, indoors
Religious institutions

Residential dwellings, single-family

Residential dwellings, multi-family

Residential dwellings, two-family

Rest Homes, subject to special requirements contained in Section 16-4, below
Restadrants

Fetall steres

Schools, post-secondary, business, technical and vocational

Schools, primary & secondary

Signs, subject to the provisions of Article Xl

Telecommunications antennas, subject to special requirements contained in Section
16-4, below

Theaters—indoor

5-19-2 Conditional Uses:

Animal hospitals & clinics so long as the use contains no outdoor kennels
Automobile car washes

Banks and other financial institutions

Business services

Child care centers

Civic clubs & fraternal organizations

Construction trades facilities so long as the storage of equipment and materials is
screened from view from public rights-of-way

Convenience stores with or without gasoline sales

Funeral homes

Hotels and motels

Microbreweries, subject to special requirements contained in Section 16-4, below
Newspaper offices and printing establishments

Offices, business, professional and public

Parking lots and parking garages

Personal services

Private clubs

Public & semi-public buildings

Public Utility Facilities

Repair services, miscellaneous

Restaurants subject to special requirements contained in Section 16-4, below
Retail stores
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CITY COUNCIL
CMU AMENDMENT
NOVEMBER 1, 2018
PAGE 4

Theaters, indoors
Vehicle repair & service, without outdoor operations

PLANNING BOARD RECOMMENDATION

The Planning Board discussed this matter at its regular meeting of October 8, 2018.
The Planning Board voted unanimously not to recommend that City Council adopt an
ordinance amending the City of Hendersonville Zoning Ordinance Section 5-19-1 CMU
Permitted Uses and 5-19-2 CMU Conditional Uses.

The Planning Board discussed the quasi-judicial hearing process for the Board of
Adjustment and the extra time that it would take to construct just a small office or
building. The Planning Board recommended that staff review this and come back with a
different recommendation.

ZONING ORDINANCE GUIDELINES

Per Section 11-4 of the City's Zoning Ordinance, the following factors shall be considered
by City Council prior to adopting or disapproving an amendment to the text of the City's
Zoning Ordinance:

1. Comprehensive Plan consistency. Consistency with the Comprehensive Plan and
amendments thereto.

2. Compatibility with surrounding uses. Whether and the extent to which the
proposed amendment is compatible with existing and proposed uses surrounding
the subject property.

3. Changed conditions. Whether and the extent to which there are changed
conditions, trends or facts that require an amendment.

4. Public interest. Whether and the extent to which the proposed amendment would
result in a logical and orderly development pattern that benefits the surrounding
neighborhood, is in the public interest and promotes public health, safety and
general welfare.

5. Public facilities. Whether and the extent to which adequate public facilities and
services such as water supply, wastewater treatment, fire and police protection
and transportation are available to support the proposed amendment.

6. Effect on natural environment. Whether and the extent to which the proposed
amendment would result in significantly adverse impacts on the natural
environment including but not limited to water, air, noise, storm water
management, streams, vegetation, wetlands and wildlife.



CITY COUNCIL
CMU AMENDMENT
MOVEMBER 1, 2018
PAGE 5

SUGGESTED MOTIONS

For Recommending Approval:

| move that City Council adopt an ordinance amending the City of Hendersonville
Zoning Ordinance Section 5-19-1 Permitted Uses and 5-19-2 Conditional Uses.

For Recommending Approval With Modifications:
| move that City Council adopt an ordinance amending the City of Hendersonville
Zoning Ordinance Section 5-19-1 Permitted Uses and 5-19-2 Conditional Uses with
the following modifications.
[PLEASE STATE THE MODIFICATIONS AND YOUR REASONS]

For Recommending Denial:

| move that City Council not adopt an ordinance amending the City of Hendersonville
Zoning Ordinance Section 5-19-1 Permitted Uses and 5-19-2 Conditional Uses.

[PLEASE STATE YOUR REASONS]

Agenda
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CITY COUNCIL
CMU AMENDMENT
NOVEMBER 1, 2018
PAGE &

AN ORDINANCE AMENDING SECTION 5-19 CMU CENTRAL MIXED USE ZONING
DISTRICT

WHEREAS, the General Assembly of the State of North Carolina has granted
authority to municipalities to adopt, administer and enforce zoning and subdivision
regulation ordinances, building codes, and minimum housing standards and other
related measures, and

WHEREAS, the General Assembly of the State of North Carolina has granted
authority to municipalities to amend, supplement, change, modify or repeal zoning
regulation ordinances, and

WHEREAS, the City of Hendersonville understands the need to encourage
redevelopment and revitalization of the community, and

WHEREAS, the City of Hendersonville desires to amend those regulations with
regards to permitted uses and conditional uses within the CMU, Central Mixed Use
Zoning District

NOW, THEREFORE, be it ordained by the City Council of the City of Hendersonville:

1. Article V Zoning District Classifications, Section 5-19-1 CMU Central Mixed
Used Zoning District Permitted Uses is hereby amended to remove the
following uses:

Animal hospitals & clinics so long as the use contains no outdoor kennels
Automobile car washes

Banks and other financial institutions

Bus stations

Business services

Construction trades facilities so long as the storage of equipment and
materials is screened from view from public rights-of-way
Convenience stores with or without gasoline sales

Funeral homes

Hotels and motels

Microbreweries, subject to special requirements contained in Section 16-4,
below

Newspaper offices and printing establishments

Offices, business, professional and public

Parking lots and parking garages

Personal services

Public and semi-public buildings

Repair services, miscellaneous

Restaurants

Retail stores

Theaters, indoor



CITY COUNCIL
CMU AMENDMENT
NOVEMEBER 1, 2018
PAGE 7

2. Article V Zoning District Classifications, Section 5-19-2 CMU Central Mixed

Used Zoning District Conditional Uses is hereby amended to include the
following uses:

Animal Hospitals & clinics so long as the use contains no outdoor kennels
Automobile car washes

Banks & other financial institutions

Bus stations

Business services

Construction trades facilities

Convenience stores with or without gasoline sales

Funeral homes

Hotels & motels

Microbreweries, subject to special requirements contained in Section 16-4,
below

Newspaper & Printing companies

Offices, business, professional & public

Parking lots and parking garages

Personal services

Public & semi-public buildings

Repair services, miscellaneous

Restaurants

Retail stores

Theaters, indoors

3. Any person violating the provisions of this ordinance shall be subject to the
penalties set forth in Section 8-8 of the Zoning Ordinance.

4. All ordinances or parts of ordinances in conflict with this ordinance are hereby
repealed to the extent of such conflict.

5. If any section, subsection, paragraph, sentence, clause, phrase or portion of
this ordinance is for any reason held invalid or unconstitutional by any court of
competent jurisdiction, such portion shall be deemed severable and such
holding shall not affect the validity of the remaining portions hereof.

6. The enactment of this ordinance shall in no way affect the running of any
amortization provisions or enforcement actions, or otherwise cure any existing
zoning violations.

7. This ordinance shall be in full force and effect from and after the date of its
adoption.



CITY COUNCIL
CMU AMENDMENT
NOVEMBER 1, 2018
FPAGES

Adopted this day of

Attest:

, 2018

Barbara Volk, Mayor

Tammie K. Drake, CMC, City Clerk

Approved as to form:

Samuel H. Fritschner, City Attorney

Agenda
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CITY OF HENDERSONVILLE
AGENDA ITEM SUMMARY
Submitted By: L. Holloway Department: Downtown
Date Submitted: 10/25/2018 Presenter: L. Holloway

Date of Council Meeting to consider this item: November 1st, 2018

Nature of Iltem: Presentation Only

- Summary of Information/Request: ltem # 09

éThe Downtown Program will provide an update on the Design Development and Construction bidding process for the
-Downtown Restroom and Office project located at 125 Fifth Avenue West.

. Budget Impact: $ Is this expenditure approved in the current fiscal year
. budget? Yes If no, describe how it will be funded.

- Suggested Motion:
N/A

Attachments:
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CITY OF HENDERSONVILLE
AGENDA ITEM SUMMARY
Submitted By: John Connet Department: Admin
Date Submitted: 10.25.18 Presenter: John Connet

Date of Council Meeting to consider this item: 11.01.18

Nature of Iltem: Presentation Only

- Summary of Information/Request: ltem# 11a
éStaﬁ Report:

In accordance with the City of Hendersonville Surplus Property Policy it is required that all items approved by the City
:Manager must be reported to the governing at their next City Council meeting.

éPIease see the attached sheet for a list of the items declared surplus by the City Manager .

. Budget Impact: $ Is this expenditure approved in the current fiscal year
. budget?Yes If no, describe how it will be funded.

- Suggested Motion: To disapprove any item, you may allow it to fail for lack of a motion.

' NA

Attachments:
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MM APPROVED
By John F. Connet at 9:11 am, Oct 19, 2018
TO: John Connet, City Manager
FROM: Jay Heatherly, GIS/IT Support Analyst
DATE: October 18, 2018
RE: A Request for Declaration of Surplus Items

The following items are no longer in use by the city and we are requesting that these items be declared
surplus with the intent to sell them as listed below:

Pair of audio cabinets. Full size 40U Middle Atlantic audio rack cabinets. Valued at $50 for the pair. To be
sold by internet auction on Govdeals.com.

Pair of HP Proliant G8 servers. Service tag # MXQ30405VM, MXQ30405PS. Valued at $150 each. To be
sold by internet auction on Govdeals.com.

Buffalo NAS (2). Terastation TS-XE8.0TL/R5. Valued at $50 each. To be sold by internet auction on
Govdeals.com.

Dell PowerEdge 2900 server. Service tag # G8758B1. Valued at $50. To be sold by internet auction on
Govdeals.com.

Dell PowerEdge R410 server. Service Tag # GOT8XV1 Valued at $120. To be sold by internet auction on
Govdeals.com.

Dell PowerEdge 1900 server. Service Tag # F2029C1 Valued at $50. To be sold by internet
auction on Govdeals.com.
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CITY OF HENDERSONVILLE
AGENDA ITEM SUMMARY
Submitted By: Tammie Drake Department: Admin
Date Submitted; 10.24.18 Presenter: Tammie Drake

Date of Council Meeting to consider this item: 11.01.18

Nature of Item: Presentation Only

Summary of Information/Request: Item # 12

Board of Adjustment: You received an application from Kathy Watkins who resides in the City and is willing to serve.
There is one vacant position for alternate pasition that has been vacant for guite some time.

Historic Preservation Commission: The terms of 3 members will expire in December: Cheryl Jones, Charles Reed and Mia
Freeman. Both Ms. Jones and Mr. Reed are willing to continue serving. | am waiting to hear back from Ms. Freeman.

Planning Board: The terms of Ben Pace will expire in December. He would like to be reappointed to the Planning Board.

Seventh Ave. Advisory Committee: The terms of Sheryl Fortune, Becky Ayers and Ron Kauffman will expire in December.
All would like to continue serving.

Tree Board: The terms of Pat Christie, Mia Freeman and Mark Madsen will expire in December. Ms. Christie and Mr.
Madsen would like to continue serving. | am waiting to hear back from Ms. Freeman.

Report on Vacancies:
Business Advisory Committee: 1 vacancy

Environmental Sustainability Board: 3 vacant positions for City residents, 1 vacant position for outside-City rep.
Tree Board: Wes Kocher submitted his resignation. Walk of Fame Steering Committee: 1 vacant position

‘Budgetlmpact: $ Is this expenditure approved in the current fiscal year
: budget?N/A If no, describe how it will be funded.

‘Suggested Motion:
| mowve City Council to appoint Derek Cote to an unexpired position on the HPC. This term will expire December 2019.

Attachments:
Board membership lists
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