ACTIONS

Board of Supervisors Meeting of August 20, 2025

August 21, 2025

AGENDA ITEM/ACTION

ASSIGNMENT

Call to Order.

e The meeting was called to order at 1:01 p.m.
by the Chair, Mr. Andrews. All BOS members
were present. Also present were Jeff
Richardson, Andy Herrick, Claudette
Borgersen, and Travis Morris.

Adoption of Final Agenda.

e ADDED discussion regarding ordinance to
control bamboo.

e By avote of 6:0, ADOPTED the final agenda
as amended.

Brief Announcements by Board Members.

Ned Gallaway:

o Expressed that his thoughts were with the
community members affected by the incident in
Glenmore the previous day.

Bea LaPisto-Kirtley:

¢ Commented that she had attended Graham
Paige's retirement celebration, which honored
his service on the School Board.

e Mentioned that she had attended the recent
Economic Development Authority meeting.

Ann Mallek:

¢ Commented on the recent Rivanna River Basin
Commission meeting which featured a
presentation by the Department of
Environmental Quality (DEQ), outlining criteria
and additional details for counties that chose to
adopt parts of the Chesapeake Bay Act, she
noted that guidance and learning modules
were available on the DEQ website.

e Noted that the Rivanna River Basin
Commission Conference was scheduled for
Wednesday, September 24, 2025, from 9:30
a.m. to 3:00 p.m. at the Belvedere Center.

Diantha McKeel:

e Reminded the community that the
Charlottesville-Albemarle branch of the
National Association for the Advancement of
Colored People (NAACP) was hosting their
Freedom Fund Banquet on Friday, September
19, 2025, at the Omni and that tickets were
available online.

e Recognized that President Franklin D.
Roosevelt signed the Social Security Act into
law on August 14, 1935, to provide an income
guarantee for the unemployed retirees, and
that Ms. Frances Perkins, who played a crucial
role in recommending the Social Security Act to
President Roosevelt, should be recognized for
her immeasurable impact on American society.

Mike Pruitt:

e Announced that Lawrence Thomas, an 80-
year-old man with dementia, went missing from
his home on Secretary Sands and had not
been found yet. He asked that citizens help
reconnect him with his family.

e Commented on the recent home explosion in
the Glenmore community and that his thoughts
were with the immediate victims and those who
had been displaced.

VIDEO

Link to Video



https://albemarle.granicus.com/player/clip/1384?view_id=1&redirect=true

¢ Requested that community members who
commuted to work in the morning strive to be
cautious, as some students walked to school.

¢ Announced that on Friday, August 22, 2025,
the free summer concert series in Scottsville
would take place, featuring the Valley Street
Drifters.

¢ Remind community members that the annual
Seas the Day event, which honors veterans,
service members, and their families, would be
held at Walnut Creek on September 21, 2025,
from 12:00 p.m. to 3:00 p.m.

Jim Andrews:

e Expressed his sympathy to the Glenmore
community.

¢ Announced that there was a community
meeting scheduled for the following day, from
6:00 p.m. to 8:00 p.m. in Lane Auditorium, for
the AC44 check-in and unveiling of the final
draft of the Comprehensive Plan.

e Mentioned that the fall cleanup days at the
Rivanna Solid Waste Authority (RSWA) were
scheduled to begin and announced the
following dates:

o Electronic waste: Saturday, September 13,
2025.

e Hazardous household waste, paints,
antifreeze, and other items: Friday,
September 19, and Saturday, September
20, 2025.

e Furniture and mattresses: Saturday,
September 27, 2025

o Appliances: October 4, 2025

e Tires: October 11, 2025.

Proclamations and Recognitions.

a. Proclamation Recognizing August 25-29, 2025,
as SMART Week.

e By avote of 6:0, ADOPTED proclamation and
presented to Mike Fox.

b. Proclamation Recognizing August 26, 2025, as
Women’s Equality Day.

e By avote of 6:0, ADOPTED proclamation and
presented to Lisa Hilgartner, President of
League of Women'’s Voters, and Charlotte
Gibson, President of NOW Cville.

(Attachment 1)

(Attachment 2)

Public Comment on: Matters Previously
Considered or Currently Pending Before the Board
(Other than Scheduled Public Hearings).

e Jim Hingeley, Commonwealth’s Attorney,
addressed the Board and spoke on the
Commemoration and 75" Anniversary of
Gregory Swanson, the first African American to
attend the University of Virginia.

e The following individuals addressed the Board
regarding agenda item #9, Riparian Buffer
Protection Standards Draft Ordinance:

o Kim Biasiolli
e Neal Williamson

8.2

Personnel Policy Amendments.

e ADOPTED Resolution to amend personnel
policy §P-3, §P-19, and §P-36 and archive
policies §P-87 and §P-88.

Clerk: Forward copy of signed
resolution to Human Resources
and County Attorney’s office.
(Attachment 3)

8.3

Fiscal Year 2027 Operating and Capital Budget
Calendar.
o ADOPTED the preliminary Budget Calendar.

Clerk:
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8.4 Quarterly Tax Refund Approval Request. Clerk: Forward copy of signed

e ADOPTED resolution to approve the refund resolution to Finance and Budget
requests and authorize the Department of and County Attorney’s office.
Finance and Budget to initiate the refund (Attachment 5)
payments.

8.5 Schedule a Public Hearing to Consider the Clerk: Schedule on future agenda
Adoption of an Ordinance to Amend County Code and advertise in the Daily
Chapter 15, Taxation, Article 9, Transient Progress.

Occupancy Tax.
e SCHEDULED a public hearing to consider the
adoption of a proposed Ordinance.

8.6 Economic Development Authority Fiscal Services Clerk: Forward copy of signed
Memorandum of Agreement. resolution to Finance and Budget,
e ADOPTED resolution approving the Fiscal Economic Development Office and

Services Memorandum of Agreement. County Attorneys’ office.
(Attachment 6)
County Attorney: Provide Clerk
with fully executed copy of
agreement. (Attachment 7)

9. Work Session: Riparian Buffer Protection Community Development: Proceed
Standards Draft Ordinance. as discussed.

e HELD.
Recess.
e At 3:15 p.m., the Board recessed and
reconvened at 3:30 p.m.

10. Work Session: Proposed 2026 Legislative County Attorney: Proceed as
Program. discussed.

e HELD.

11. Presentation: Strategic Plan Execution Analysis &
Reporting (SPEAR) FY25.

e RECEIVED.

12. Closed Meeting.

e At 5:00 p.m., the Board went into closed
meeting pursuant to section 2.2-3711(A) of the
Code of Virginia:

e under subsection (5) to discuss and consider a
prospective business or industry or the
expansion of an existing business or industry in
the vicinity of Seminole Trail in the Rivanna
Magisterial District where no previous
announcement has been made of the business'
or industry's interest in locating or expanding its
facilities in the community;

e under subsection (6) to discuss and consider
the investment of public funds related to a
performance agreement with Bonumose, Inc.,
where bargaining is involved and where, if
made public initially, would adversely affect the
financial interest of the County;

e under subsection (8), to consult with legal
counsel regarding specific legal matters,
including both a performance agreement with
Bonumose, Inc. and the powers and duties of
certain police officers, requiring the provision of
legal advice by such counsel; and

e under subsection (29), to discuss the
negotiation or re-negotiation of a public
contract with Bonumose, Inc., involving the
expenditure of public funds, where discussion
in an open session would adversely affect the
bargaining position or negotiating strategy of
the County and the Board.

13. Certify Closed Meeting.




e At 6:03 p.m., the Board reconvened into an
open meeting and certified the closed meeting.

14. From the County Executive: Report on Matters Not
Listed on the Agenda.
Jeff Richardson:
o Presented the August 2025 Progress
Albemarle report.

15. Public Comment on: Matters Previously
Considered or Currently Pending Before the Board
(Other than Scheduled Public Hearings).

e Alicia Lenahan, Scottsville District, spoke
regarding a resolution that was submitted to
the Board on August 6, 2025, entitled
Condemning Non-Transparent Federal
Immigration Enforcement Tactics and Affirming
Community Safety Principles.

e Gary Grant, Rio District, spoke regarding the
2023 Community Survey.

e Dylan Taylor, resident of Petersburg, Virginia,
and representing Energy Right, invited Board
members to a film event showcasing solar
grazing at the Common House from 5:00 p.m.
to 8:00 p.m. on September 3, 2025.

16. Pb. Hrg.: Virginia Community Development Clerk: Forward copy of signed
Block Grant. resolution to Human Services and
e By avote of 6:0, ADOPTED resolution County Attorney’s office.
approving the County’s submission of the (Attachment 8)

CDBG application for new infrastructure in the
Southwood Redevelopment Project Phase 2
and authorizing the County Executive to
execute the application package, as well as
any supporting or related contracts or
documents required to obtain or accept this
grant, once such package, contracts, and/or
documents have been approved as to form and
substance by the County Attorney.

17. Pb. Hrg.: Spot Blight Declaration - 2632 Clerk: Scheduled on November 5
Hydraulic Road, Parcel ID 06100-00-00-04110 Agenda.
(Jack Jouett District).
e HELD.

e DEFERRED to November 5, 2025.

18. From the Board: Committee Reports and Matters
Not Listed on the Agenda.
Ann Mallek:
¢ Mentioned that the Joint Legislative Audit and
Review Commission (JLARC) study discussed
consolidating all of their elections, with the goal
of increasing voter turnout.

Discussion Regarding Ordinance to Control
Running Bamboo.

e HELD.
19.  Adjourn to September 3, 2025, 1:00 p.m., Lane
Auditorium.
e The meeting was adjourned at 7:11 p.m.
ckb/tom

Attachment 1 — Proclamation Recognizing August 25-29 AS SMART Week

Attachment 2 — Proclamation Recognizing Women’s Equality Day 2025

Attachment 3 — Resolution to Amend Personnel Policy

Attachment 4 — FY 2026 Budget Calendar

Attachment 5 — Resolution Requesting Tax Refund

Attachment 6 — Resolution to Approve the Economic Development Authority Fiscal Services MOA
Attachment 7 — DRAFT Economic Development Authority (EDA) Fiscal Services Memorandum of Agreement
Attachment 8 — Resolution Approving CDBG Application




ATTACHMENT 1
PROCLAMATION RECOGNIZING AUGUST 25-29 AS SMART WEEK

WHEREAS, guns are the number one killer of children and teens in the United States and almost every
single day, a child gets their hands on a gun and unintentionally kills or wounds themselves
or someone else in the United States; and

WHEREAS, when guns are not properly stored, tragedy can strike; whether it’s a child finding a firearm
and wounding or killing themselves or someone else, or someone stealing it and using it
to commit crimes in our communities; and

WHEREAS, research shows that the most effective way to prevent children from accessing firearms is
by making sure all guns are stored unloaded, locked, and separate from ammunition,
however, more than half of gun owners do not lock all of their guns securely, and an
estimated 4.6 million children live in a home with at least one unlocked and loaded gun in
the United States; and

WHEREAS, protecting public safety in the communities they serve is the Board’s highest responsibility
and the County of Albemarle is committed to creating a safe environment contributing to
the safety and well-being of our children; and

WHEREAS, SMART Week raises awareness and promotes efforts to educate the public about secure
gun storage and the County of Albemarle commends Be SMART, and all involved in their
endeavor to keep communities safe.

NOW, THEREFORE, BE IT PROCLAIMED, that we, the Albemarle County Board of Supervisors, do
hereby recognize August 25-29, 2025, to be SMART Week and encourage all residents,
schools, hospitals, and community organizations to commit to the crucial role of reducing
injuries and deaths by promoting secure gun storage and safety.

Signed this 20th day of August 2025.



ATTACHMENT 2
PROCLAMATION RECOGNIZING WOMEN’S EQUALITY DAY 2025

WHEREAS, August 26, 1920, tens of millions of women won voting rights, the greatest expansion of
democracy in U.S. history, yet 105 years later women still have not achieved full equality
and face ongoing and increasing threats of discrimination, violence, loss of bodily
autonomy, and restrictions on voting rights; and

WHEREAS, although on January 27, 2020, Virginia became the final of the requisite 38 states to ratify
the Equal Rights Amendment, fulfilling all the requirements of the U.S. Constitution, yet
the ERA has not been fully recognized and published, allowing gender-based
discrimination to continue without recourse under the foundational document undergirding
all our laws; and

WHEREAS, federal laws ensuring the equal rights and safety of women can be and are currently being
weakened or removed, with the U.S. Supreme Court retreating from its own precedent to
take away previous constitutional rights, impeding women'’s ability to make decisions about
their own bodies, families and futures, and causing irreparable harm and unnecessary
deaths; and

WHEREAS, females make up nearly 52 percent of Albemarle County’s population and the
Albemarle County Government has an appropriate and legitimate role in securing and
defending gender equality in the Commonwealth of Virginia and the United States.

NOW, THEREFORE, BE IT PROCLAIMED that we, the Albemarle County Board of Supervisors, do hereby
recognize
August 26, 2025
as
Women’s Equality Day

in celebration of all who worked to gain voting rights for women; in recognition of all who have continued
the fight for gender equity; and in support of all citizens and lawmakers working today to preserve
democracy and guarantee equal rights for all under the law in the Commonwealth of Virginia and the United
States.

Signed this 20t day of August 2025.



ATTACHMENT 3
RESOLUTION

WHEREAS, the Board of Supervisors may adopt Personnel Policies under Albemarle County
Code §2-901; and

WHEREAS, the Board desires to amend and re-number Policy §P-21 Equal Employment
Opportunity, Inclusion, and Prohibition against Discrimination, Harassment, Bullying, and Retaliation as
§P-3 Anti-Discrimination and Harassment and Policy; amend and re-number §P-86 Leave Program as
§P-19 Leave Program; amend Policy §P-36 Reduction in Force; and desires to archive §P-87
Professional Leave and §P-88 Emergency Leave.

NOW, THEREFORE, BE IT RESOLVED, the Board of Supervisors of Albemarle County,
Virginia, hereby approves the renumbering, amendment, and archiving of the County’s Personnel
Policies as set forth in the documents attached hereto.



P-8§3 Policy Name: Approved Date:
Anti-Discrimination and Harassment 8/20/2025

Prepared By: Adopted Date:

Human Resources 8/20/2025

Amended Date:

A. PURPOSE

The County is committed to providing a productive workplace free from
harassment, discrimination, bullying, and retaliation. We strive to ensure that all
employees, contractors, vendors, and visitors are treated with dignity and respect.
This policy is intended to prevent unlawful behavior and to promote a safe,
inclusive, and equitable work environment. The County is committed to complying
with the Civil Rights Act of 1964, as amended; the Rehabilitation Act; the Equal
Pay Act of 1963; the Americans with Disabilities Act of 1990 (“ADA”), as amended;
the Age Discrimination in Employment Act of 1967 (“ADEA”); the Genetic
Information Nondiscrimination Act of 2008 (“GINA”); and other relevant Federal
and state laws.

B. SCOPE
This policy applies to all employees of the County, including full-time, part-time,
temporary, contract workers, interns, position candidates, and anyone conducting
business on behalf of the organization. This policy applies to all terms and
conditions of employment and covers behavior in the workplace, at work-related
events, and in all work-related interactions, whether in person, via phone, email,
or other digital communication.

C. DEFINITIONS

Bullying - Seeking to harm, intimidate, or coerce someone in a perceived
subordinate or vulnerable position.

Discrimination - Unfair or unequal treatment based on a person’s protected
characteristics.

Harassment - Unwelcome conduct based on a person’s protected characteristics.

Hostile Work Environment - The resulting environment created from instances
of bullying, discrimination, or harassment. A hostile work environment is created




when unwelcome conduct creates an intimidating, offensive, or abusive
atmosphere that affects an employee’s ability to do their job.

Quid Pro Quo Harassment - Explicit or implicit requests for sexual favors in
exchange for job benefits.

Retaliation - Adverse action against an employee for making a good-faith report
of real or suspected policy violations.

. ROLES AND RESPONSIBILITIES

Employees — Engage in and promote workplace behaviors that create and
maintain an environment of respect and promote effective teamwork; timely
complete required anti-discrimination and harassment training; report suspected
violations of this policy to supervisors and/or to Human Resources.

Supervisors - Lead by example in demonstrating appropriate behavior; take
complaints concerning violations of this policy seriously; ensure all employees
complete required anti-discrimination and harassment training; ensure
confidentiality is maintained to the extent possible; report all allegations or
observations of harassment or discrimination to Human Resources promptly;
assist Human Resources with investigations when requested.

Human Resources - Policy development, administration, and interpretation;
facilitate required training programs for employees and supervisors; document and
investigate all complaints, to include determination and recommending corrective
action, when appropriate, based upon investigative findings.

. POLICY

1. Prohibited Conduct
a. Harassment

Harassment is unwelcome conduct based on race, color, religion, sex
(including pregnancy, gender identity, or sexual orientation), national
origin, age, disability, genetic information, or any other protected status.
Harassing behavior can lead to a hostile work environment. Examples
include, but are not limited to:

i. Verbal abuse or derogatory comments;

ii. Offensive jokes or slurs;

iii. Unwanted physical contact; and/or

iv. Display or circulation of offensive materials (e.g., memes,

images, emails).



b. Sexual Harassment
Sexual harassment includes unwelcome sexual advances, requests for
sexual favors, and/or other verbal or physical conduct of a sexual nature.
It can involve, but is not limited to:
i. Quid Pro Quo harassment;
ii. Unwanted touching, comments, or gestures; and/or
iii. Sexual jokes, innuendos, or suggestive emails/messages.

c. Discrimination
Discrimination is unfair or unequal treatment based on a person’s
protected characteristics. This includes, but is not limited to, decisions
related to hiring, firing, compensation, promotion, training, or other terms
of employment that are influenced by bias or prejudice.

d. Bullying
Bullying is intimidating or undermining employees in a way that
threatens their self-esteem and reputation. Examples may include, but
are not limited to:

i. Isolating employees from information and interaction with others;

ii. Frequently berating someone;

ii. Gaslighting; and/or

v. Excluding someone from team social events.

e. Retaliation
Retaliation occurs when an employee suffers an adverse action
because they have made a good faith report of real or suspected
discrimination, harassment, or bullying.

2. Reporting
a. Employees who experience or witness harassment, discrimination,
and/or bullying are encouraged to:

e Speak up - If you feel safe doing so, let the offending individual know
that their behavior is unwelcome.

e Report the incident — Contact your supervisor and/or the Human
Resources Department. [If you are being harassed, discriminated
against, or bullied by your direct supervisor, contact your second-
level supervisor, another trusted manager in your department, or
Human Resources.

o Document the behavior — Keep a written record of the incident(s),
including dates, times, locations, witnesses, and any
communications.
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¢ Employees who make a good faith report of harassment,
discrimination, and/or bullying will not be disciplined for making that
report.

b. Supervisors are required to notify Human Resources if they witness
instances of harassment, discrimination, or bullying, or have such
instances reported to them. Supervisors who fail to notify Human
Resources as required by this policy may be subject to discipline, up to
and including termination of employment. = Supervisors are not
authorized to initiate investigations without consultation with Human
Resources. However, if requested by Human Resources, supervisors
shall provide information or other assistance to HR to aid in the
investigation.

c. All complaints will be taken seriously and investigated prompily,
thoroughly, and impartially. Confidentiality will be maintained throughout
the investigation process, to the fullest extent possible.

d. Complainants may request to withdraw their complaint at any time.
However, the final decision to approve the withdrawal request and close
the case shall rest with the Director of Human Resources or their
designee.

3. Retaliation
Retaliation against individuals who report harassment, discrimination, or
bullying, or participate in investigations under this policy is strictly prohibited.
Any employee who engages in retaliatory conduct shall be subject to discipline,
up to and including termination of employment.

4. Accountability

All allegations of violations of this policy will be investigated and employees
found to be in violation will be subject to corrective action and/or disciplinary
action, up to and including termination of employment in accordance with
personnel policy P-32 Employee Discipline. Discrimination, harassment, and
retaliation in any form constitutes misconduct that undermines the integrity of
the working relationship. It is the policy of the County to treat all employees
with respect and to ensure that the workplace is free of inappropriate and illegal
discrimination and harassment.

5. Training and Awareness
The County will provide training and education annually to employees and
managers on preventing harassment and discrimination, fostering a respectful
workplace, and understanding rights and responsibilities under this policy.
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P-§19.0 | Policy Name: Leave Program Approved Date:
8/20/2025

Prepared By: Human Resources Adopted Date:
2/6/2019

Amended Date: December 18, 2019, June 2, 2021

A. PURPOSE

The purpose of this policy is to establish clear, fair, and consistent guidelines for how employees can take
time off from work and to ensure compliance with applicable labor laws.

B. SCOPE

This policy applies to all benefits-eligible regular full-time employees. Part-time employees may be eligible
for certain types of leave as outlined in the pertinent sections below.

C. DEFINITIONS

Day of Leave or Day - A “day of leave”, a “day”, or “daily” shall equal the total hours scheduled per year

divided by the number of days established for an employee’s position and number of months worked in a

year. This will not necessarily be the same amount an employee works on a given day. Unless otherwise
noted, this definition applies to all leave policies.

Fiscal Year - 12 month budget year (July 1 to June 30).

FTE - Full Time Equivalency. Unit that measures an employee’s workload and establishes full-time or part-
time status.

Immediate Family- spouse or domestic partner, child (biological, adopted, step), parents (stepparents),
sibling (biological, step, or adopted), grandparents, grandchild, In-laws {mother-, father-, brother-,
sister-, son-, or daughter-in-law)

Minimal Amount of Work- (FLSA Exempt)- The "de minimis doctrine" refers to small amounts of time worked
that are difficult to track or record and may be excluded from compensable work time, under
specific conditions. Examples include brief conversation, sending or responding to an email, etc.

Sick Leave Bank- shared pool of paid leave that can be used under specified criteria.

Workday - the hours between the beginning and end of a standard shift or business hours.
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D. POLICY

Regular and reliable attendance is an essential condition of employment and is critical to the effective
operation of our organization. Employees are expected to report for work on time and as scheduled, except
in cases of authorized leave or unforeseen emergencies.

The County encourages employees to focus on health and wellbeing and to balance family and personal
needs. The provisions detailed below are offered as benefit to employees to support employee well-being,
work-life balance, and health. All paid leave must be requested and approved in accordance with policy.
Abuse of leave or frequent unscheduled absences may result in discipline up to and including termination of
employment.

E. GENERAL LEAVE GUIDELINES AND RESPONSIBILITIES

1. Leave under the Family and Medical Leave Act (FMLA), Workers’ Compensation, Sick Leave Bank, and
Income Replacement Program, and paid/unpaid Administrative leave is managed by the Department
of Human Resources for compliance with privacy and employment laws. All other leave is managed
and administered by the employee’s department with support from the Department of Human
Resources.

2. Unless specifically stated, leave is used when an employee is absent from work, not as a means of
additional compensation. Pay and leave for non-exempt employees are determined on a total
workweek or work period basis, not a daily basis.

3. Leave is taken based on an employee’s schedule. Due to fluctuations in the day of leave and the
varying base hours of different positions throughout the County, leave may be taken at a different
rate from the rate at which it was accrued.

4. Employees are expected to only take leave for which they have sufficient leave balances. “Leave
without pay” (LWOP) is not a leave type, rather, it is a consequence of having insufficient applicable
leave. Applicable types of accrued leave will be used before an employee may take LWOP.

5. Employees may not borrow against future leave accruals. Paid leave may only be taken when the
employee has earned enough leave to cover the absence or when provided by established County
programs/practices.

6. Employees are responsible for notifying their supervisors as far in advance as possible whenever they
will be absent at least 30 minutes prior to their scheduled start time of unforeseeable delays and
absences. Employees are responsible for following their department’s applicable guidelines when
making leave requests.

7. Employees are responsible for discussing workload, scheduling, and coverage with their supervisors
when they need to be absent from work for any period either as a block of time or intermittently.
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10.

11.

12.

13.

14.

15,

16.

17.

Employees should contact the Department of Human Resources for extended use or use of special
leave types which require additional approval/administration as outlined in this policy such as leave
under the FMLA, leave without pay (or LWOP), Workers’ Compensation, or military leave. Also,
supervisors should notify the Department of Human Resources if an employee is out of work and may
require extended use or use of special leave types which require additional approval/administration.

The department head/designee may approve leave that an employee has available as provided in this
leave policy. The department head/designee, to the best of their ability, should ensure that
processes/procedures are in place to prevent employees from taking unapproved or not yet accrued
leave. Employees are responsible for being aware of their leave balances and usage and requesting
leave use appropriately.

Any missed work that is not approved or foreseeable absences that are not requested in a timely
manner may result in required leave use, denial of leave use, loss of pay, and/or disciplinary action.
Failure to give proper notice or abuse of any of these policies may lead to disciplinary action.

Leave usage is audited for signs of abuse or excessive absenteeism will be examined. The Department
of Human Resources staff shall provide guidance on initiating an investigation and any disciplinary
action to be taken.

Employees must receive prior authorization to work with an outside entity while on paid or unpaid
leave pursuant to § P-07, Code of Ethics and Conflict of Interest (Outside Employment).

It will remain the right of the department head/designee to:
e Authorize or refuse to authorize the advance request of annual leave, Comp time leave, and
recognition leave.
e Deny leave for absences in violation of any County policy, except for those leave types under
Human Resources administration.
e Impose appropriate disciplinary action upon employees who have been found to have abused
their leave privileges and/or violated the provisions of this policy.

The County Executive/designee may issue emergency regulations regarding employee work hours,
absences, and leave usage in the event of a declared state of emergency, pandemic, or other crisis
affecting the County’s ability to operate under normal policies and procedures.

Employees who are placed on administrative leave without pay for disciplinary reasons or other
administrative reasons may not use other types of leave concurrently without permission from the
Director of Human Resources/designee.

Employees changing County positions and/or departments without breaks in service shall maintain
accrued leave and accrual rates in accordance with policy.

Although non-benefits-eligible employees are ineligible for some of the leave programs in this policy,
they are required to follow procedures for requesting time off, recording time worked, and acceptable
attendance. When flex time is not approved, these employees will be docked pay in accordance with
Policy § P-18 Pay Administration, when applicable, due to a lack of accrued paid leave.
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F. ACCEPTABLE ATTENDENCE STANDARDS

Generally, an employee’s attendance is unacceptable when an employee is frequently tardy in reporting
for work, demonstrates a pattern of being unavailable or unresponsive during business hours when
working remotely, or accumulates excessive unscheduled absences, generally defined as ten or more
occurrences of sick leave within a 12-month period, excluding approved leave under FMLA or other
documented catastrophic medical events.

G. LEAVE USAGE

Exempt Employees

a.

C.

Increments - Employees who are exempt from overtime provisions under the Fair Labor Standards
Act (FLSA) (exempt employees) shall take leave in full-day increments. Multiple types of leave can
be used to total the full-day increment. The exception will be FML, which by law requires the
County to allow leave to be used in the smallest increment {15 minutes) used in any other type of
leave offered.

Work Expectations - An exempt employee is expected to maintain work productivity requiring an
average of 40 hours per week, at minimum. When an exempt employee uses leave, the supervisor
must make every effort to not contact the employee about work except for occasions when the
employee may need to respond to an emergency. An exempt employee who performs a minimal
amount of work while on leave shall still use a day of leave. If more than a minimal amount of
work is performed, the employee must work with their supervisor to flex the time on a later date
or not take the day as leave.

Flex Time — Supervisors may approve exempt employees to work alternative schedules in lieu of
using leave. Time may be flexed outside of the workweek or work period for exempt employees.

Non-Exempt Employees

a.

Increments - Employees who are eligible for overtime payment under FLSA shall record leave in
15-minute increments.

Work Expectations — A non-exempt employee is prohibited from performing any work while using
leave. Permission to work while on leave must be granted by the supervisor in advance and must
be recorded as compensable time instead of leave.

Flex Time — Supervisors may approve non-exempt employees to work alternative schedules in lieu
of using leave within the same workweek or work period. Pay and leave are determined on a total
workweek or work period basis. Leave will only be used to supplement an employee’s total
weekly hours when the hours worked are less than their base hours. For example, if an employee
misses two (2) hours of work for a doctor’s appointment but works two (2) additional hours in the
workweek with the supervisor’s permission, no sick leave would be taken that week.

Special Flex Time Rules For Certain Public Safety Employees — Non-exempt employees who qualify
for the public safety exemption may request flex time in lieu of leave use prior to the use of such
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leave. When these employees are in a paid status, all such time is considered time worked as
required under the Gap Pay Act (Virginia Code § 9.1-700, et seq.).

H. LEAVE TYPES & PROCEDURES

1. Administrative Leave

Administrative leave may be granted or required on a case-by-case basis, such as for
investigations, suspensions, releases from work for safety, or recognition of service.
Administrative leave may be paid or unpaid as appropriate. Administrative leave may only be
utilized with authorization from Human Resources.

2. Annual Leave
a. Accrual Rates
Benefits-eligible employees will begin to accrue annual leave based on the employee’s hire

date of regular, continuous employment. Employees accrue annual leave monthly in an
amount based on the employee’s full years of service at the time of distribution as follows.

0 -5 Years 1 day per month
6-10 Years 1.25 days per month
11-15 Years 1.5 days per month
16-20 Years 1.75 days per month
21-25 Years 2 days per month
26+ Years 2.25 days per month

With the approval of the Director of Human Resources/designee, an employee’s annual
accrual rate may be negotiated at a rate other than the rate determined by years of
service, and/or an employee may be granted a negotiated amount of additional leave.

b. Accumulation Maximum Cap

The annual leave balance maximum cap is 320 hours for employees.

Partner Agency employees working for Constitutional Officers have a maximum cap of 6
weeks (240 hours or a fraction thereof for part-time employees) pursuant to state law,
unless an agreement between the Constitutional Officer and the County includes such
employees under this policy. If such an agreement exists, then employees of
Constitutional Officers shall have an annual leave maximum cap of 320 hours.
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C.

Use of Annual Leave

An employee is required to obtain their supervisor’s approval prior to taking
annual leave. Annual leave usage is granted at the discretion of the department
management.

Requests to use annual leave and approvals should be submitted through the
timekeeping system. All requests should be made as far in advance as possible.
Employees will refer to department-specific requirements and procedures.

The department head/designee must consider the workload and impact of leave
on the County’s service delivery when approving or denying annual leave requests,
but must reasonably accommodate annual leave requests as staffing permits.

An employee has the right to request and receive an explanation for the denial of
an annual leave request.

To sustain wellbeing and work-life balance, non-probationary employees should
take five (5) consecutive days of annual leave per year.

Department heads/designees shall not approve more than three (3) consecutive
weeks of paid annual leave. Any annual leave requested by an employee beyond
three (3) weeks must be approved by the County Executive/designee.

d. Conversion of Unused Annual Leave

At the end of the employee’s birth month each year, any annual leave balance that is above
the maximum accumulation cap will be donated to the County Sick Leave Bank, regardless of
whether the employee is a Sick Leave Bank member.

e. Payout of Annual Leave

Payout of annual leave only occurs upon separation of employment from a benefits- eligible
position. Accrued annual leave, up to the maximum cap, will be paid at the employee’s
current hourly rate.

3. Bereavement Leave

Bereavement Leave Days and Use

In the event of the death of a member of an employee’s immediate family, as defined in
this policy, a benefits-eligible employee may use up to three (3) days of paid bereavement
leave per occurrence. If additional leave is needed or it is not an immediate family
member, the employee must use annual leave or leave without pay (LWOP).
Bereavement leave is not required to be taken on consecutive workdays, but must be
taken within 90 days of the loss. There is no limit to the number of occurrences per year
for which an employee may take bereavement leave.

17



Appropriate documentation justifying the use of bereavement leave may be required. The
misrepresentation of facts as to the event of the death in question (e.g., the identity of the
deceased, time and place of last rites, etc.,) may result in disciplinary action.

b. Extraordinary Circumstances

In the event of extraordinary circumstances, such as the death of a current colleague or
community member, the department head/designee may allow employees to attend
services with approval from the County Executive/designee, so long as it does not cause
an undue hardship on the department. Administrative leave with pay would be used in
this situation for any regular employee.

Bone Marrow or Organ Donation Leave

a. Eligibility
To be eligible for leave under this policy, employees must meet all of the following
requirements:
Have worked at least twelve (12) months for Albemarle County;
Have worked a least 1,250 hours for Albemarle County over the twelve months preceding the
date the leave would commence;
Organ donation leave will not impact an employee’s ability to take FMLA leave within the
same year;
Organ donation leave is separate from FMLA and cannot run concurrently with FML.

b. Reasons and Amount of Leave

The County will provide eligible employees with:

Up to 60 business days of unpaid organ donation leave in any 12-month period to serve as an
organ donor and;

Up to 30 business days of unpaid organ donation leave to any 12-month period to serve as a
bone marrow donor.

c. Employee Notice Requirement

All employees requesting Bone Marrow or Organ Donation leave must provide verbal or
written  notice of the need for leave to Human Resources. When the need is foreseeable,
the employee must provide at least 30 days’ notice.

d. Designation of Leave

Within five (5) business days after the employee has submitted the required certification or
other documentation, and leave is approved, the HR Benefits Team will complete and provide
the employee with a written response to the employee’s request for Bone Marrow and Organ
Donation leave.

e. Additional County Responsibilities
The Code of Virginia requires the County to restore the employee’s position following the
leave, prohibited from treating organ donation leave as a break in employees continuous
service for purposes of the employe’s right to salary adjustments, sick leave, annual leave,
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5.

8.

seniority, or other employee benefits. The County is prohibited from taking retaliatory action
against the employee for taking the leave.

Building Closure Leave
Paid leave and unpaid leave due to inclement weather and other County emergencies are addressed
in §P12.0 Coverage Due to Inclement Weather.

Compensatory Time Leave
Non-exempt employees are eligible to earn Compensatory Leave. Please refer to § P-18, Pay
Administration Policy, for information on compensatory time leave as it is earned for overtime hours

worked.

Court Duty

Compensatory Time Leave is earned at a rate of one and one half (1 }4) hours of leave
per one (1) hour of overtime worked.

Employees on the public safety pay scale (Police and Fire Rescue) may earn and
carryover into the new fiscal year up to 240 hours of accrued leave.

Sheriff’s Office personnel on the step scale may earn and carryover into the new fiscal
year up to 100 hours.

All other employees may earn up to 80 hours, which must be used by June 30 each
year and will not carry over into the new fiscal year.

Accrued compensatory time leave may be used for any leave purpose. However,
classified, non-exempt employees are required to arrange for use of compensatory
time leave in advance with their supervisor.

The County recognizes the duty of employees to appear before a court of law when summoned or
subpoenaed. Refer to § P-18, Pay Administration Policy, for information on when an employee’s
appearance in court is considered compensable work time.

a. The County provides unpaid court duty leave for employees consistent with Virginia Code

§18.2-465.1.

Employees are expected to notify their supervisors in as far in advance as possible
prior to using court duty leave. Supervisors may require verification that an employee
has been called for court duty.

Court duty leave does not apply to any employee who is the defendant in a criminal
case for which the employee is summoned or subpoenaed.

Employees who are summoned or subpoenaed to appear, except as defendants in criminal
cases, in court proceedings which take place during their scheduled hours may use
accrued leave as applicable.

Election Official Leave (Polling Leave)
Albemarle County offers unpaid Election Official Leave employees consistent with Virginia Code §
24.2-100, et. seq.
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9.

10.

11.

¢ Any employee who serves as an officer of election (defined under Virginia Code § 24.2-
101) shall not have any adverse personnel action taken against them for such service
provided. An employee is not required to use accrued paid leave to serve as an Officer
of Elections.

¢ Anemployee must give reasonable notice to their supervisor and comply with
established procedures when they need to take time off to serve as an officer of
election.

¢ Hours worked as an officer of election shall not be counted as “hours worked” for
purposes of overtime compensation.

e Employees who serve as officers of election for any locality are eligible for Election
Official Leave.

¢ Employees are also eligible for any standard stipend that may be provided by an
Electoral Board.

o Employees who work for an elected official, the Electoral Board, or General Registrar
are not eligible for Election Official Leave.

¢ Employees who work four (4) or more hours as an officer of election, including travel
time, are not required to report for work and will be granted polling leave.

Emergency Leave
The department head or designee may grant up to two (2) days of emergency leave without
loss of pay to all classified and administrative employees during the fiscal year. These days
do not carry over or accrue year to year.

Examples of circumstances for which emergency leave may be granted include but are not
limited to:

1. A disaster affecting the home or residence of the employee or his family.
2. Other urgent or emergency situations arising out of natural or man-made disasters.

Emergency Leave is not intended and may not be used for absences covered by other types
of Leave, such as Sick Leave, Sick Bank Leave, Family & Medical Leave, Military Leave or
Court/Jury Duty Leave. In addition, Emergency Leave is not intended and may not be used
as a substitute if other types of leave have been exhausted.

Employee Recognition Leave
Paid leave may be awarded to regular employees as recognition for extraordinary achievements and
contributions to the County beyond the normal scope and functions of their position including

through the Employee Recognition Program.

Family Medical Leave Act — see § P- 20 FMLA Leave Policy
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12. Holiday Leave
a. Holidays Observed

The County has established the following holiday schedule for County employees. Other
holidays are granted by special resolution of the Board of Supervisors.

Veteran’s Day

Half Day before Thanksgiving — 4 hours
Thanksgiving Day

10. Day after Thanksgiving

11. Christmas Eve

12. Christmas Day

13. Employee’s Birthday- Floating

1. New Year’s Day

2. Martin Luther King, Jr. Day
3. Memorial Day

4. Juneteenth

5. Independence Day

6. Labor Day

7.

8.

9.

e Employees may choose to use the Birthday floating holiday, with supervisor
approval, on any day within the fiscal year.

e The Birthday floating holiday will be relinquished on June 30" each year if unused.
The Birthday floating holiday has no cash value.

Under certain situations, due to coverage requirements, the holiday schedule for some
departments or groups of employees within departments may fall on alternative dates
within the fiscal year. Departments in these situations must receive the Director of Human
Resources/designee’s approval for the establishment of these alternative holiday
schedules.

b. Qualifying for Holiday Leave

1. Benefits-eligible employees are granted 12 and a half {12.5) paid days of holiday leave
per fiscal year. Employees are eligible for holiday leave as soon as they begin working.
New employees must work the day before a holiday to qualify for holiday leave.

2. Employees who are separating employment with the County will not qualify for
holiday leave unless they work a full day after the holiday. If a holiday falls on the last
day of the month or week, holiday leave may be granted by the department
head/designee for retiring employees.

3. For non-separating employees, approved paid leave may be used in lieu of working
following a holiday.
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4. If a holiday falls within the employee’s scheduled annual leave, holiday leave shall be
used in lieu of annual leave.

c. Working on Holidays

1. While dates for observing holidays are established annually, due to coverage
requirements, some employees may be required to work on a holiday. Any non-
exempt, benefits-eligible, employee who is required by the department
head/designee to work on a holiday which is observed by the County shall:

a. Be paid the regular hourly rate for the hours worked on the holiday plus the
hours normally granted for the holiday; or

b. Take another day in the workweek as holiday leave, including days in the
workweek before the established holiday.

2. Exempt employees who work on a holiday may take the holiday on another day
approved by the supervisor within the fiscal year.

3. Alternative Work Schedules: A “day of holiday leave” is equivalent to a “day of
leave” as defined in section I(B), above. Employees are responsible for discussing
the impact of holiday leave on their alternative work schedules with supervisors.
Employees are responsible for making up any hourly difference between the hours
granted for the holiday and the employees’ work schedule by either using
additional applicable leave or working at another time during the workweek or
work period. Fire Rescue employees on 12- or 24-hour shifts will receive 12 hours
of a “day of holiday leave” regardless of their “day of leave” status.

Example: A non-exempt employee’s day of leave is 8 hours/day and the employee’s
position are established at 8 hours/day, 5 days/week for a total of 40 hours/week. The
employee has an alternative work schedule of 10 hours/day, 4 days/week for a total of
40/hours per week. Eight (8) hours of holiday leave would be granted and the
employee must account for the remaining 2 hours by working 2 additional hours
within that workweek or using 2 hours of compensatory time leave or annual leave.

d. Half-day Holidays
Any non-exempt employee who receives approval not to work the other half of the
day is responsible for taking compensatory time leave, annual leave, leave without
pay, or arranging with their supervisor to work those hours within the workweek. An
exempt employee who doesn’t work on the half-day must obtain prior approval from
their supervisor.

e. Religious Holidays

Any regular or temporary employee observing a religious holiday occurring on the
employee’s workday may request time off. Supervisors should allow employees to
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take time off for such occasions if the time off can be accommodated without undue
hardship for the department. Leave must be requested in advance in accordance with
policy. Supervisors shall contact the Department of Human Resources prior to denying
religious holiday leave requests. Applicable accrued leave shall be used. Leave without
pay will be considered in the absence of accrued leave.

13. Income Replacement Program (IRP) — VRS Hybrid Plan members only
a. Purpose

Effective January 1, 2014, the Virginia Retirement System (VRS) created a new retirement
plan called the Hybrid Plan. Part of the VRS Hybrid Plan includes the implementation of a
Disability Program for Hybrid Retirement Program Participants. Albemarle County refers to
this program as the Income Replacement Program (IRP). The IRP contains two
components: Short-Term Disability (STD) and Long-Term Disability (LTD), which contain
different eligibility requirements. IRP-STD occurs first. If an employee is not able to return
to work after the IRP-STD period, they may move into the IRP-LTD portion of the benefit.
These programs are outlined below.

This section is intended to fully implement the Disability Program for Hybrid Retirement
Program Participants pursuant to Virginia Code § 51.1-1150, et seq. Any variation between
this policy and the Virginia Code will be determined in favor of the Virginia Code.

b. Definitions

Catastrophic Condition:
A catastrophic condition exists when an employee is unable to perform at least two (2) of

the following six (6) activities of daily living:

1. Bathing

2. Transferring, such as getting in and out of bed
3. Dressing

4. Toileting (using the bathroom)

5. Continence

6. Eating (ability to feed oneself)

A condition may also be considered catastrophic if the employee has a severe cognitive
impairment requiring substantial supervision to protect the employee from threats to
health and safety.

Major Chronic Condition:

A major chronic condition is a life-threatening health condition that exists over a
prolonged period of time and is not expected to improve. The employee must have been
disabled with the condition within six (6) months of the date the claim is filed and be
under the care of a licensed treating health care professional for the condition.

Disability:
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A condition that prevents an employee from working or performing the full duties of the
employee’s job for a short or extended period. It may be non-work-related or work
related. A work-related disability is the result of an occupational illness or injury that
occurs on the job and the cause is determined to be compensable under the Virginia
Workers’ Compensation Act.

Partial Disability:
An employee has a partial disability if the disability exists during the first 24 months

following the occurrence or commencement of an illness or injury when an employee is
earning less than 80% of their pre-disability earnings and, as a result of an injury or illness,
is (i) able to perform one or more, but not all, of the essential job functions of his own job
on an active employment or a part-time basis; or (ii) able to perform all of the essential
Job functions of his own job only on a part-time basis.

c. IRP Third-Party Administrator

The IRP program is administered through a Third-Party Administrator. The Third-Party
Administrator handles all employee claims after detailed consultation with the
Department of Human Resources designee for IRP. Any variation between this policy and
the Third-Party Administrator’s interpretation of the Virginia Code will be determined in
favor of the Third-Party Administrator.

d. Qualifying for Income Replacement Program — Short-Term Disability (IRP-STD)
e An employee must be an active full-time VRS Hybrid Plan member to be eligible.

e Waiting Period — Employees must be employed for one (1) continuous year of service
as an active Hybrid Plan member with a single employer before receiving nonwork-
related disability benefits. The Albemarle County Public Schools and Partner Agencies,
which have different VRS employer codes from the County, are considered separate
employers for the purposes of this benefit. If, for example, a County employee
transfers to the Albemarle County Public Schools, the one (1)-year waiting period will
begin again. This waiting period is waived for a work-related disability. For work-
related disabilities, the effective date of participation in the program for participating
employees shall be their first day of employment or the effective date of their
participation in the VRS Hybrid Plan, whichever is later.

e Elimination Period — The elimination period is the period after any required waiting
period and when an eligible employee is unable to work more than twenty (20) hours
over seven (7) consecutive calendar days due to their total or partial disability. To
begin an elimination period, an employee must have an approved claim of total or
partial disability.

1. The elimination period is waived for a catastrophic condition or as the result of
a major chronic condition.
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2. The elimination period requirement may be met during non-contract/non-
scheduled days (i.e. over holidays).

e |RP-STD runs concurrently with any other relevant benefits, including FMLA leave and
Workers’ Compensation. Receipt of other relevant benefits may offset IRP-STD
benefits.

¢ Once the waiting period and elimination period requirements have been met, Hybrid
Plan members are eligible for the IRP-STD benefit. However, the IRP-STD benefit is only
available when an employee would be actively working (i.e., during
contract/scheduled workdays).

e [RP-STD benefits shall be payable for periods of:
1. total disability,
2. partial disability,
3. eligible maternity leave, or
4. periodic absences due to a major chronic condition
e. IRP-STD Benefit Amount

e |RP-STD - Days of Income Replacement

The following charts show the number of days at the percentage of income
replacement provided by the IRP-STD.

1. Days of Income Replacement: Non-Work-Related Disability

Months of Workdays at Workdays at Workdays at  Total Short-Term
Continuous 100% 80% 60% Paid Days

Service

0-12 0 0 0 (0]

13 -59 0 0 125 125
60-119 25 25 75 125
120-179 25 50 50 125

180 or more 25 5 25 125

2. Days of Income Replacement: Work-Related Disability

Months of Workdays at Workdays at Workdays at Total Short-Term
Continuous 100% 80% 60% Paid Days
Service
Less than 60 0 0 125 125
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60-119 85 25 15 125
120 or more 85 40 0 125

e Successive Periods of Short-Term Disability

1. Within 45 consecutive calendar days. If an employee receiving IRP-STD returns to
work with a release and then cannot continue to work for the same or a similar
condition within 45 consecutive calendar days, the employee will be on the same
IRP-STD claim. The employee does not have to fulfill another seven (7)-calendar
day elimination period. The employee’s IRP payment will resume at the level they
were receiving during the previous disability period. The number of days remaining
on the 125-workday period for IRP-STD will also resume.

2. On or After 45 consecutive calendar days. If an employee returns to work with a

release and then cannot continue to work for the same or a similar condition on or
after the 45™ consecutive calendar day, the subsequent period will be considered a
new claim. The employee will need to satisfy a new elimination period. If
approved, the employee will have up to 125 workdays of IRP-STD.

e Partial Disability

If an employee is able to work, earnings from the employee’s job during a period of
IRP-STD for an eligible partial disability will offset the IRP-STD benefits. The IRP-STD
benefits will be applied to the non-worked time.

e Catastrophic Condition

If an employee is eligible to receive/is receiving 60% of pre-disability creditable
compensation and is determined to have a catastrophic condition, the IRP-STD benefit
will increase to 80% until their condition improves and is no longer considered
catastrophic.

e [RP-STD and Workers’ Compensation
If an employee is eligible for compensable Workers’” Compensation and IRP-STD, the
Workers’ Compensation benefit will be paid first; if the employee is to receive any
additional compensation under the IRP-STD days chart, the IRP-STD benefit will further
supplement.
f. IRP-STD Supplementing Benefit Amount
e Employees must use current balances of sick, annual, and compensatory time leave to

supplement IRP benefits up to 100% of the employee’s pre-disability credible
compensation.
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8.

The total leave hours (IRP plus supplement) shall not exceed the employee’s normally
scheduled work hours (full creditable compensation amount).

Participating employees enrolled in the Virginia Retirement System (VRS) Hybrid Plan
may not withdraw days from the Sick Leave Bank when the employee receives benefits
pursuant to this program or has received benefits pursuant to this program for the
same condition.

IRP-STD Effect on Benefits

Employees on IRP-STD will continue to receive the same benefits provided to active
employees. Medical and dental insurance will continue to be available while on IRP-
STD.

Life insurance through VRS paid for by the County will continue to be paid by the
County.

Employees will continue to contribute their mandatory 5% VRS contributions while on
IRP-STD. Retirement contributions will not be withheld from the employee’s paycheck
if an employee is only receiving Workers” Compensation and no supplemental pay. An
employee may be eligible to purchase VRS service credit for the period if they are
receiving only Workers” Compensation and retirement contributions are not being
withheld from their Workers’ Compensation payment.

h. Qualifying for Income Replacement Program — Long-Term Disability (IRP-LTD)

If an employee is unable to return to work after the IRP-STD period, a final interactive
discussion on the likelihood of return and any additional reasonable accommodations
that may help the employee reach full duty will occur. The employee will continue into
the IRP-LTD period. If the employee is unlikely to return to full duty following the IRP-
STD period and no additional reasonable accommodations are available to bring the
employee back to full duty, the employee’s position will no longer be held and the
employee will no longer be considered an active employee and will be separated from
service. The IRP-LTD benefit will continue in accordance with the terms outlined below
and Virginia Code.

The IRP-LTD benefit runs concurrently with any other relevant benefits, including
FMLA leave and Workers” Compensation.

Employee eligibility for the IRP-LTD benefit is only available when an employee would
be actively working (i.e., during contract/scheduled days).

IRP-LTD benefits shall be payable during periods of:
1. total disability, or
2. partial disability

IRP-LTD Benefit Amount

IRP-LTD Amount
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1. After short-term disability income replacement, if the employee continues to be
disabled they may be approved for IRP-LTD.

2. Thisis insurance coverage providing 60% of the employee’s pre-disability
creditable compensation.

3. Unless otherwise directed, to be eligible for IRP-LTD benefits, the employee must
apply for Social Security Disability Insurance (SSDI) benefits or other relevant
retirement benefits available to them.

4. |If the employee reaches normal retirement age while on IRP-LTD, their benefit will
stop. Normal retirement age is defined under the Hybrid Retirement Plan.

5. Employees continue to accrue VRS service credit while on long-term disability
income replacement.

e Successive Periods of Long-Term Disability

1. Within 125 consecutive workdays. If an employee receives IRP-LTD, returns to work
with a release, and then cannot continue to work for the same or a similar
condition within 125 consecutive workdays, the employee will be on the same IRP-
LTD claim. Workdays arranged pursuant to vocational, rehabilitation, or return-to-
work programs shall not be counted in determining the duration of the employee’s
return to work period.

2. Onor After 125 consecutive workdays. If an employee returns to work with a
release and then cannot continue to work for the same or a similar condition on or
after 125 consecutive workdays, the subsequent period will be considered a new
claim for IRP-STD if still actively employed by the County. The employee will need
to satisfy a new elimination period and if approved, will have up to 125 workdays
of IRP-STD before becoming eligible for IRP-LTD again.

e Partial Disability

If an employee is able to work, earnings from an employee’s job during a period of IRP-
LTD for an eligible partial disability will offset the amount of their IRP-LTD benefit.

e Catastrophic Condition
If an employee is receiving 60% of pre-disability creditable compensation and is
determined to have a catastrophic condition, the IRP-LTD benefit will increase to 80%

until their condition improves and is no longer considered catastrophic.

j. IRP-LTD Effect on Benefits
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Life insurance through VRS paid for by the County will continue to be paid by the
County.

Employees on IRP-LTD will receive medical and dental insurance coverage as provided
to retirees.

Employees on IRP-LTD are not eligible to contribute to their VRS defined benefit
component (4%) or their VRS defined contribution component (1%).

Employees on IRP-LTD will be considered inactive for benefit purposes and will not
continue to accrue leave. Employees will be responsible for any applicable employee
contributions to their benefits during this period.

Returning to Work After lliness

An employee must submit a medical release prior to or upon the employee’s return to
work. The release must be from and signed by the employee’s health care provider
certifying that they is able to return to work with or without restrictions.

Other return to work guidelines apply to leave taken concurrently under FMLA or
Workers’ Compensation. Supervisors should consult with the Department of Human
Resources when an employee is on concurrent leave under FMLA or Workers’
Compensation prior to requesting a medical release or other information.

If a supervisor offers restricted duty or other alternative schedule arrangements which
the employee is medically able to perform, the employee must return to work in that
capacity.

End of IRP Benefit Coverage

Disability benefits shall cease to be paid to a participating employee upon the first of
the following to occur:

1. The end of the period of disability coverage (e.g., return to work or no longer
totally or partially disabled);

2. Voluntary separation or just cause termination from covered employment;
3. The date of death of the participating employee;
4. The date that the participating employee attains normal retirement age;

5. The effective date of the participating full-time employee’s service retirement
under the Hybrid Retirement Program;

6. Employee is determined to be no longer medically eligible;
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7. Employee takes a refund of their member contributions and interest in the defined
benefit component of their plan; or

8. Employee does not cooperate or comply with the requirements of the IRP-LTD.
e Maximum Length of the IRP Benefit at Age 60 or Older

If an employee is age 60 or older, they will be eligible for an IRP benefit according to
the following schedule:

Age 60— 64 Five (5) years from the date disability benefit begins
Age 65— 68 Until age 70
Age 69 or older | One (1) year from the date disability benefit begins

14. Jury Duty Leave
a. Eligibility

The County provides paid jury duty leave for benefits-eligible employees and unpaid jury
duty leave for benefits-ineligible employees consistent with Virginia Code § 18.2-465.1.
Employees are expected to notify their supervisors as far in advance as possible prior to
using jury duty leave. Supervisors may require verification that an employee has been
called for jury duty.

b. Expectations

1. Employees may retain payment from the court for the daily rate of pay for each day of
jury service in addition to jury duty leave provided by the County.

2. Employees are expected to report to work when jury is not in session, except: If an
employee has already been summoned for four (4) or more hours of jury duty,
including travel time, on that day, the employee is not required to report to work and
will be granted jury duty leave.

15. Leave as a Reasonable Accommodation
Leave may be provided or used as a reasonable accommodation pursuant to the Americans with
Disabilities Act, Title VII of the Civil Rights Act, or any other relevant statute. Leave granted as a
reasonable accommodation will be considered on a case-by-case basis, may run in concert with other
reasonable accommodations, and/or may run concurrently with other available leave.

16.  Military Leave - see § P — 21 Military Leave Policy
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17.

18.

Parental Leave

Effective January 1, 2026- Beginning on the date of a child’s birth or adoption, non-probationary
employees are eligible for up to six (6) weeks of paid Parental Leave, per event, as the parent or legal
guardian of the child. Employees must notify their supervisor as early as practicable that they may
qualify for Parental Leave and whether they wish to take part or all of the time off. Employees are
required to submit evidence of birth and parental status or court documents appointing guardianship
to Human Resources within two (2) weeks of the event. Parental Leave cannot be delayed or
deferred, nor taken intermittently. If an employee qualifies for FMLA leave, IRP, or any other benefit
program, the Parental Leave will run concurrently.

Sick Leave

Purpose

The County recognizes that its employees may need time away from work due to personal
health-related matters, health-related matters in their immediate families, and/or health-
related appointments. The County provides a program of paid leave to benefits-eligible
employees to cover such circumstances. Employees should schedule appointments and
other health-related matters outside of regular work hours whenever possible to minimize
the impact on the efficient operation and delivery of services to the public.

Sick leave is for legitimate health-related matters and may run concurrently with
other leave programs available by County policy.

Other types of accrued leave may be used in lieu of sick leave when sick leave has
been exhausted, but sick leave may not be used in lieu of other types of leave
unless specifically stated in a policy.

An employee who is unable to return to work due to their own or an immediate
family member’s health-related matter may be separated from employment,
subject to applicable law, regardless of the employee’s sick leave balance.
Accrued sick leave is not paid out upon termination. It has no cash value and may
not be exchanged for pay.

Employees who have breaks in service and are rehired will begin with zero
balances.

Employees changing to benefits-ineligible status will have their sick leave balances
deactivated and leave will not accrue. In the event that they become benefits-
eligible again without breaks in service, the sick leave balances will be re-activated
for use and accrual will resume.

Accrual Rates

Employees accrue sick leave at the rate of one (1) “day” per month worked based on the
employee’s day of leave at the time of distribution.

Accumulation Maximum Cap
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1. There is no maximum cap on sick leave for employees not enrolled in the Virginia
Retirement System (VRS) Hybrid Plan.

2. Employees enrolled in the VRS Hybrid Plan shall have a maximum cap of 720 hours.

3. Any employee who becomes eligible for the VRS Hybrid Plan may retain any accrued
sick leave prior to the change, even if it exceeds the maximum cap. However, the
employee will not accrue sick leave until the balance is below the maximum cap and
then will only accrue to the maximum cap.

d. Sick Leave Use

1. Sick leave may be used by employees for personal health-related matters, health-
related matters in an employee’s immediate family, an employee’s health-related
appointment, or health-related appointments in an employee’s immediate family.

2. Sick leave may run concurrently as paid leave with other types of leave as
appropriate/applicable (e.g., FMLA leave, income replacement, and Workers’

Compensation).

3. An employee who has a sick leave absence in excess of three consecutive workdays
must provide medical documentation to Human Resources for the absence.

e. Maedical Verification/Returning to Work

1. The County reserves the right to seek medical verification (i.e., a doctor’s note) and
medical clearance for sick leave used by the employee or immediate family member at any

time.

2. When an employee has been absent for their own medical issue, a supervisor may
require that an employee submit to Human Resources a medical release from the treating
health care provider certifying that they are well enough to return to work. Requests to
provide a medical release should be made prior to the employee’s return, when possible,
so that the employee may obtain the medical release in a timely manner. If requested, an
employee must provide the requested medical release to Human Resources within three (3)

business days of the request or upon return to work, whichever comes later.

3. Supervisors may neither solicit information about the employee’s underlying medical
condition nor contact the employee’s health care provider. If additional information is

needed, the supervisor should contact the Department of Human Resources.

4. Other return-to-work guidelines apply to FMLA, Workers” Compensation, Sick Leave
Bank, and IRP-STD. Supervisors should consult with the Department of Human Resources
when an employee is on these types of leave prior to requesting a medical release or other

information.
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5. If a supervisor offers restricted duty or other alternative schedule arrangements which
the employee is medically able to perform, the employee must return to work in that
capacity.

19. Sick Leave Bank
a. Purpose

The County authorizes the creation and maintenance of the Sick Leave Bank to be used
when a participating employee becomes incapacitated by extended illness or injury
(defined as more than 20 workdays).

b. Administration of the Sick Leave Bank

The Director of Human Resources/designee is designated as the administrator of the Sick
Leave Bank. Members of the Sick Leave Bank will be assessed one (1) additional day of sick
leave at such time as the Sick Leave Bank is depleted to 1000 hours, unless they choose
not to participate further in the Sick Leave Bank.

c. Employee Membership in the Sick Leave Bank

Membership in the Sick Leave Bank is voluntary and open to all benefits-eligible
employees.

An eligible employee may enroll within the first 30 calendar days of employment by
donating one (1) day of sick leave. An employee who does not enroll when first eligible
may do so during any subsequent Benefits Open Enrollment. One (1) additional day may
be requested for continued membership in the Sick Leave Bank whenever an assessment
is required. The donated days of leave will be deducted from the donor’s accrued sick
leave balance. Members who have no sick leave to contribute at the time of assessment
will be assessed one (1) day at the next available accrual.

d. Requesting Use of Sick Leave Bank

1. Requests for use of leave time from the Sick Leave Bank must be made in writing by
the member or their representative prior to use of any Sick Leave Bank leave. Requests
cannot be applied retroactively except in the case of absences that were presumed to
be covered by Workers” Compensation but were subsequently denied.

2. Requests must be supported by appropriate medical documentation. The Department
of Human Resources may require additional medical documentation to support the
request. Failure to meet applicable requirements set forth in this policy will result in
the denial of the member’s Sick Leave Bank usage request.

e. Rules for Use

General Information
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a. Forinitial use of the Sick Leave Bank, a member of the Sick Leave Bank must miss
scheduled work equivalent to 20 days of leave within 30 workdays for the same illness,
injury, impairment, or physical or mental condition, and the member must also have
exhausted all of their own sick leave. Members are responsible for using other available
paid or unpaid leave for time not covered by the Sick Leave Bank.

b. Eligible members may take a maximum of 45 days of leave from the Sick Leave Bank in any
year (defined as a 365-day period beginning with the first day of Sick Leave Bank usage).
For example, if an eligible member begins Sick Leave Bank usage on March 1%, they may
take up to 45 days of leave from the Sick Leave Bank in the following 365-day period.

c. Days drawn from the Sick Leave Bank for any one (1) period of eligibility must be
consecutive, except recurrence or relapse of the original iliness will be covered fully on a
continuing basis up to the annual maximum of 45 days. There may be more than one
period of eligibility (or qualifying iliness) during the 365-day period, but only a maximum
of 45 days total of Sick Leave Bank leave may be used in the 365-day period. Once a
member has used all 45 days of Sick Leave Bank leave, they must return to work and must
meet the requirements of Section XXI, E(1) before becoming eligible to utilize Sick Leave
Bank benefits again.

d. Sick Leave Bank time will run concurrently with FMLA leave or as part of an ADA reasonable
accommodation where applicable and appropriate.

e. Members using Sick Leave Bank days will not have to replace those days except as a
regular contributing member of the Sick Leave Bank.

f. The Sick Leave Bank request form must be signed by the member’s health care provider.
The Department of Human Resources reserves the right to require additional medical
documentation supporting the request or documentation from a different health care
provider.

g. Participating members enrolled in the Virginia Retirement System (VRS) Hybrid Plan may
not withdraw days from the Sick Leave Bank when the member receives benefits pursuant
to the Income Replacement Program.

Termination

a. Upon termination of employment or membership in the Sick Leave Bank, a member may
not withdraw the days they contributed to the Sick Leave Bank.

b. The Sick Leave Bank may be dissolved if less than one-third (1/3) of eligible employees agree
to participate.

20. Special Duties Owed to Those Who are Victims of Crimes
Under Virginia law, the County must allow an employee who is a victim of a crime to leave

work to attend all criminal proceedings relating to a crime against the employee. The County
is not required to compensate employees for such absences but may not discharge an
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employee for exercising the right to attend a criminal proceeding. The County may only limit
the duration of an employee’s leave if the employee’s leave creates an undue hardship for the
County’s business.

21. Unpaid Leave — Leave of Absence (Long-Term)
a. Purpose

An employee may need to request an unpaid long-term leave of absence from their regular
employment. The County authorizes the County Executive/designee to consider all requests
for unpaid long-term leaves of absence and will establish a procedure by which these requests
may be processed in a fair and consistent manner. The County Executive/designee will,
however, make decisions on granting or denying leave of absence requests based on the best
interests of the County. The following procedure is intended to be utilized for leave requests
not covered by other County policies.

b. Eligibility

To qualify, an employee must have completed at least six (6) months of continuous
employment in a benefits-eligible position prior to commencement of a leave of absence.

c. Period of Leave of Absence

An unpaid long-term leave of absence is for a period of time from 28 consecutive calendar
days to up to 12 consecutive months.

d. Requesting Unpaid Leave

1. Leave of absence requests must be submitted in writing to the employee’s supervisor as soon
as possible in advance of taking the leave; however, this requirement may be waived by the
department head/designee based on the circumstances and/or immediate need of the
request. The request must state the reason for the leave and the starting and ending dates of
the leave. Generally, requests for leave to pursue other employment will not be approved.

2. The employee, supervisor, department head/designee, and County Executive/designee will
work together to determine if the request creates a hardship for the County or impedes the
County’s ability to provide the necessary level of service to the public and any other relevant
factors. The County Executive/designee will make a final decision to approve or deny the
request.

e. Effect on Benefits
1. Employees on unpaid long-term leaves of absence will not accrue annual, or sick leave and will

not receive holiday leave or employer contributions to life insurance, VRS, medical insurance,
or dental insurance except as required by law.
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2. If an employee has enrolled in optional voluntary benefits, the employee must make
additional arrangements with the Department of Finance’s Payroll Division and/or the vendor
providing the benefit/product (as applicable) to cover these obligations since they will not be
paid salary or wages.

3. An employee requesting an unpaid long-term leave of absence should meet with the
Department of Human Resources to discuss the effect of the leave on their benefit options.

f. Completion of Unpaid Leave of Absence

After completion of the unpaid leave of absence, an employee will be assigned to a similar
position in the department from which they took leave, following any required physical or
substance screenings.

22. Unpaid Leave — Leave Without Pay (Short-Term)

The County authorizes the use of short-term leave without pay and to establish a procedure
by which these requests may be processed in a fair and consistent manner. To use leave
without pay, all other applicable leave options must be exhausted.

a. Period of Short-Term Leave Without Pay (LWOP)

LWOP requests should be reviewed to determine if they will create a hardship for the
County, impede the County’s ability to provide the necessary level of service to the public,
and any other relevant factors.

A Department Head may approve up to 10 days per rolling year. The Department must
also notify Human Resources of employee LWOP use.

Eleven (11+) or more days of LWOP per rolling year requires Human Resources
approval. LWOP may not be approved for more than 27 consecutive calendar days,
except as required by law.

The Department of Human Resources may approve LWOP regardless of the length
when it runs concurrently with FMLA leave, Workers’ Compensation, IRP, Maternity
Leave, Military Leave, or during the Sick Leave Bank initial waiting period, when
applicable.

b. Effect on Benefits

As long as the employee has income by working or using paid leave in a calendar
month, employees on LWOP will continue to accrue and may continue to use holiday
leave, annual leave, and sick leave, and may continue to participate in life insurance,
medical insurance, dental insurance, and VRS contributions.

If an employee on LWOP does not work during a calendar month and does not use any
paid leave during the month, the employee will not accrue annual leave, or sick leave.
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The County will not contribute to the employee’s life insurance, medical insurance,
dental insurance, or VRS, except as required by law.

Employees will be responsible for any applicable employee contributions to their
benefits during this period of leave.
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P-8§36.0 Policy Name: Approved Date:

Reduction in Force August 20, 2025
Prepared By: Adopted Date:
Human Resources August 7, 1996

Amended Date:
March 3, 2010, January 22, 2025

A. PURPOSE

To establish guidelines how staffing reductions will be handled in a fair, consistent, and legally
compliant manner.

B. SCOPE

This policy applies to all regular full-time and part-time employees of the County, unless
otherwise stated in a collective bargaining agreement or employment contract.

C. DEFINITIONS

Affected Employee - Any employee whose position is eliminated or whose employment is
terminated as a result of a Reduction in Force.

Job Family — A series of related positions, grouped by function, that require similar skills,
knowledge and have similar responsibilities.

Reduction in Force (RIF)- The permanent elimination of one or more positions due to a fiscal,
operational, or service necessity.

Reduction in Force Notification — A notice given to an affected employee that advises the
employee that their position is being eliminated.

Regular employee — Permanent full-time or part-time employee who is no longer working in a
probationary status.

D. ROLES AND RESPONSIBILITIES

County Executive — the County Executive has final decision-making authority for implementing
a reduction in force that results in the RIF of a regular employee. Authority to eliminate vacant
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positions may be delegated to the Executive Leadership Team and Director of Human
Resources jointly.

Department Head - responsible for identifying opportunities to improve efficiency and service,
while eliminating underutilized resources. Department Heads are responsible for collaborating
with Human Resources and their portfolio lead to determine the highest and best use of
personnel resources in their department. Department Heads will assist with the coordination of
the RIF process, as required.

Human Resources — responsible for assessing criteria for determining positions and associated
employees identified for staff reductions, facilitating internal placement processes,
administering any severance payouts, assisting departments with employee communications,
and ensuring compliance with Federal and State laws.

E. POLICY

e The County is committed to handling all reductions in force with fairness,
transparency, and respect for affected employees. Every effort will be made to
avoid separating staff from employment, including considering attrition,
reassignments, and voluntary separation before implementing a RIF. This policy
will be implemented in accordance with all applicable federal, state, and local laws,
including but not limited to:

o Title VIl of the Civil Rights Act of 1964
o Americans with Disabilities Act (ADA)
o Age Discrimination in Employment Act (ADEA)

e Department of Social Services employees will follow the State’s (DHRM) Lay Off Policy
1.30.

e A reduction in force is not a disciplinary action and cannot be used as a form of
discipline or for performance management.

e Proposed position elimination must be reviewed by Director of Human Resources prior
to final approval. The Director of Human Resources may consult with the Executive
Leadership Team during the review process.

e A Reduction in Force is a re-structuring of a department or work group and therefore is
not subject to the County’s grievance procedures. Please see the County’s grievance
policy, P-§ 34.

o Affected employees may be offered a severance package at the time of implementation,
as authorized by the County Executive.
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e Anemployee who is in a leave status (e.g., family and medical leave, military leave,
leave without pay, workers’ compensation, short/long term disability) is considered an
active employee for the purpose of this policy. If the position occupied by any such
employee is not identified for a reduction in force, the position may not be used as a
placement option for other employees affected by the reduction in force.

e An employee in a temporary acting assignment must be identified by their non-acting
classification for the purposes of this policy.

F. PROCEDURE

The following procedures will be followed when a reduction in force becomes necessary for the
elimination of any full-time or part-time regular employees of the County.

1. Employee Notification

e The affected employee(s) will be notified in writing, by Human Resources, at least 60
calendar days prior to the effective date that the position is eliminated. The notice will
include the reason for the layoff, the effective date, and any transition support
available.

¢ Affected employee(s) will be notified of their anticipated separation pay and impact to
benefits, by Human Resources, within 5 business days of receiving the Reduction in
Force notification.

e A member of the Human Resources Department will meet with the affected employee(s)
to conduct a review of knowledge, skills, abilities, and interests to assist in identifying
potential alternative position placements. When possible, the County will work with
affected employee(s) however, placement into an alternative position is not
guaranteed.

2. Reduction Criteria and Process

e Alternative placement, freezing of vacant positions, early retirement package options, and
other viable solutions will be considered prior to implementing a Reduction in Force.

e When more than one employee occupies a position that is being eliminated but not all of
the employees in that position are being considered for RIF, the following factors will be
reviewed to determine which employee(s) will be affected:

o Prior performance
o Training and experience

o Transferrable skills

¢ Position seniority will be considered as a final factor and only when all other factors are
substantially equal.
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3. Reassignment

e A member of the Human Resources Department will meet with employees in positions

identified to be eliminated to determine their skills, experience, education, training and
interests in order to identify other positions in the County for which they may qualify, or
for which retraining is feasible.

e In lieu of being separated from employment, full-time employees may be considered for

vacant positions provided they hold appropriate qualifications or have had previous
successful experience in the particular position. An employee reassigned to a position in
a lower pay grade pursuant to this policy will be bound by the provisions of policy §P- 17
Classification and Compensation and §P- 18 Pay Administration.

4. Separation Benefits

Regular employees will receive the following separation benefits to assist them in their
transition from County employment. Payment will be issued only if they have not been placed
in another vacant position prior to the elimination of their current position. If an employee
receiving separation benefits is rehired by the County, they will be under no obligation to repay
those funds.

a.

Separation Pay. Pay will be calculated at the employee’s regular rate of pay at the time
of the reduction-in-force, based on the length of service and the schedule provided
below. “Length of service” shall mean years of continuous service, including any
approved leave of absence, as a regular employee in the employee’s current position
and in any prior position within the same job family. Separation pay is in addition to final
payment for all hours worked and payment for accrued annual leave and compensatory
time.

Length of Service: Separation Pay Period:

Full-time: Less than | Two weeks of pay

two years

Full- time: Two years | One week of pay for every full year of
and above service, up to a maximum of 12 weeks

All regular part-time | One week of pay for every full year of
service, up to a maximum of 6 weeks

Continued Insurance Contributions. The County contribution for medical and dental
insurance coverage will continue through the end of the second month after the
separation date. Upon completion of this separation period, the employee may elect to
continue coverage under COBRA provisions.
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c.The County reserves the right to enhance the separation pay and insurance coverage
provisions in a given severance package with approval from the Board of Supervisors.
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ATTACHMENT 4

FISCAL YEAR 2027 BUDGET CALENDAR

July 2025
16 (Wed.) ] Outside Agency Funding Process Modifications
| August 2025

20 (Wed.) Approval of FY 27 Budget Calendar

20 (Wed.) Strategic Plan Execution and Reporting (SPEAR Report)

September 2025

17 (Wed) | 2026 Legislative Priorities

October 2025

15 (Wed.) | Economic Outlook Report (tentative)

November 2025

19 (Wed.) Long-Range Financial Planning — Overview, Assumptions, and
Connection to Strategic Plan

19 (Wed.) Financial Policies Update (tentative)

December 2025

3 (Wed)) Long-Range Financial Planning — Joint meeting with School Board for
capital

February 2026

25 (Wed.) County Executive’s presentation to Board — Recommended Budget and
Capital Improvements Program

March 2026

04 (Wed.) Public Hearing on County Executive’s Recommended Budget and CIP

9 (Mon.) Work Session #1 — General Fund

11 (Wed.) Work Session #2 — General Fund

12 (Thur)) School Board approves Public Schools budget request

16 (Mon.) Work Session #3 — School Board & CIP

18 (Wed.) Work Session #4 — Board proposes budget and sets maximum tax rate
for advertisement

April 2026

1 (Wed)) If needed - Work Session #5

6-10 Spring Break

15 (Wed.) Public Hearing on the CY 26 tax rates
Public Hearing on Board'’s Proposed Budget

22 (Wed.) Board approves and appropriates FY 27 Budget and sets tax rates

23 (Thur.) School Board adopts Public Schools Final Budget
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ATTACHMENT 5

RESOLUTION
REQUESTING TAX REFUNDS

WHEREAS, Virginia Code §58.1-3981 requires that erroneous tax assessments be corrected
and that a refund, with interest as applicable, be paid back to the taxpayer; and

WHEREAS, Tax refunds resulting from erroneous assessment that exceed $10,000 must be

approved by the Board of Supervisors, after being certified by the Chief Financial Officer and the County
Attorney.

NOW, THEREFORE, BE IT RESOLVED that a refund in the amount of $24,762.45 has been
reviewed and certified due to filing amended business license returns and this refund shall be remitted to
Avemore Associates LP to conform with the requirements of Virginia Code §58.1-3981; and

BE IT FURTHER RESOLVED that a refund in the amount of $35,328.89 has been reviewed and

certified due to personal property being taxed in the wrong jurisdiction and this refund shall be remitted to
Caton Construction Group Inc. to conform with the requirements of Virginia Code §58.1-3981.
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ATTACHMENT 6

RESOLUTION TO APPROVE THE ECONOMIC DEVELOPMENT AUTHORITY
(EDA) FISCAL SERVICES
MEMORANDUM OF AGREEMENT

BE IT RESOLVED that the Board of Supervisors of Albemarle County, Virginia hereby approves
the Economic Development Authority (EDA) Fiscal Services Memorandum of Agreement provided as
Attachment A.

45



ATTACHMENT 7

ECONOMIC DEVELOPMENT AUTHORITY (EDA) FISCAL SERVICES

MEMORANDUM OF AGREEMENT

This Fiscal Services Memorandum of Agreement is by and between the COUNTY OF ALBEMARLE,
a political subdivision of the Commonwealth of Virginia (the "County"), and the ECONOMIC
DEVELOPMENT AUTHORITY OF ALBEMARLE COUNTY, VIRGINIA, a political subdivision of
the Commonwealth of Virginia (the "EDA").

WHEREAS, the EDA has requested, and the County has agreed, to provide fiscal services to the EDA
beginning July 1, 2025.

WHEREAS, the EDA will allow the County an administrative management and accounting fee of one
percent (1%) of incoming funds received by the EDA from a source other than the County.

NOW, THEREFORE, the parties agree as follows:

L

1L

III.

Iv.

VL

The County will serve as the fiscal agent for the EDA, providing the following fiscal agent
services as detailed in the Fiscal Agent Services Operational Guide (the “Guide”). The Guide
may be updated from time to time to reflect current processes, service delivery methods, or
process owners. The County will communicate any changes to the Guide to the EDA.

a. Legal services
b. Fiscal Management services:
i. Management & Budget services
i. Grants & Agreements services
iil. Revenue Administration services
iv. Accounting services
v. Payroll services
vi. Procurement services
vil. Investment & Debt Management services
viii. Enterprise Risk Management & Shared Services services

The County does provide additional optional services. All services will be finalized before
implementation and subsequently added to the Guide once agreed upon. These additional optional
services include:
i. Human Resources services
ii. Facilities & Environmental services
iil. Information Technology services

The EDA must follow all County policies related to the fiscal agent services.

If the Board of Supervisors fails or refuses to appropriate any EDA designated funds to the
EDA, this agreement will be subject to termination, with all such funds returned to the EDA.

This agreement may be amended in writing only with the mutual consent of both parties.

This agreement may be terminated by either party upon 30 days’ written notice; in which
event any remaining funds will be turned over to the EDA for its own management.

This agreement will become effective upon execution by both parties.
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COUNTY OF ALBEMARLE

James Andrews, Chair Date
Board of Supervisors

ALBEMARLE COUNTY ECONOMIC
DEVELOPMENT AUTHORITY

Donald D. Long, Chair Date
Board of Directors
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Fiscal Agent Services MOA Operational Guide

The Guide is an implementation aid for the Economic Development Authority (EDA) Fiscal Services
Memorandum of Agreement with the County of Albemarle. Though that Agreement may not change
without formal action, this Guide may be updated from time to time to reflect current County processes,
service delivery methods, or process owners. The County will notify the EDA of any changes. Only the
services outlined in the Guide as part of the MOA are offered; services not specified are not included or
implied.

The following services are provided as part of the Fiscal Agent Services MOA:

Legal services:
I.  Attend EDA Board meetings
II.  Attend monthly agenda planning meeting with the EDA Chair and staff
III.  Provide appointees with COIA and FOIA educational material
IV.  Provide new appointees with COIA and FOIA orientation
V. Counsel staff and the EDA Chair on pre-Board meeting matters
VI.  Provide legal counsel on grant, performance agreement and other project structure and
administration
VII.  Advise and negotiate on vendor/provider relationships on an as-needed project basis.
Includes services pursuant to goods and (or) services procured by the County on behalf
of the EDA and post-agreement administration such as reformation and/or claw back.
VIII.  Represent EDA in legal proceedings as needed in the absence of any conflict of interest.
IX.  Review and approve liability insurance coverage annually in cooperation with County’s
risk manager
X.  Serve as primary assigned counsel with another County Attorney assigned as primary
backup
XI.  Legal services related to bond issuances and related matters are not provided hereunder
and are subject to the EDA engaging independent outside legal representation

Fiscal Management services:
I.  Management & Budget services
a. Any funds designated for the EDA will be received by the County and
appropriated as needed by the Albemarle County Board of Supervisors for the
EDA’s purposes.
II.  Grants & Agreements services
a.  An agent for the County will deduct the fiscal services administrative fee from
the EDA's account within 30 days of the end of any month in which the EDA
has received funds from a source other than the County.
III.  Revenue Administration:
a. Revenue collections
IV.  Accounting:
a. Accounts receivable (billing of funding partners/state and federal revenue,
customer records, and employee reimbursements)
Accounts payable processing
Compliance: Issue 1099s
Maintain capital asset records
Maintain the General Ledger
i. The accounting of the funds will be separately kept in a segregated fund
designated for the EDA.
ii. The expenditure of said funds will come through the County and be at
the sole discretion of the EDA, subject to applicable law, and the

O
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limiting conditions of any contract, gift, or grant. Funds may be
disbursed only for EDA approved expenditures and only after approval
by an authorized EDA Member.
f.  Ensure the County's EDA account will accrue interest based on the County's
monthly allocation process.
g. Financial reporting as part of the Annual Comprehensive Report, Single Audit,
and Other Post-Employment Benefits
h. Capital funding management
1. Audit and Financial Statements.
i.  All EDA Fiscal Activity, processed through County Records, will be
subject to the County's Annual Audit.
V.  Payroll services:
a. Maintain vendor accounts and vendor liabilities for payroll-related withholdings
i Administer year-end W-2 reporting
b. Process payroll
i. Translate time and pay data from EDA templates to ADP imports
ii. Generate payroll register previews
iii. Collaborate with EDA to review and validate data
iv. Coordinate corrections (as needed) to historical data
c. The EDA will be responsible for timekeeping and providing time file to the
County for further processing.
d. Other Post-Employment Benefits (OPEB) services as part of the County's OPEB
report actuarial evaluation performed by a 3rd party
VI.  Procurement services:
a. Procurement specialist to advise and lead procurements to meet VPPA &
Purchasing Manual requirements
Provides access to the County's PCard program
Creation of contracts
Requisition review and Purchase Order approval
e. Surplus management
VIL Investment & Debt Management services
a. Debt Service Records
b. Interpreting the Principal and Interest schedule against the agreement to bill an
entity
c. Bond counsel where the County is a partner and there are no conflicts of
interest.
d. Interest carnings allocation
VIII.  Enterprise Risk Management & Shared Services (ERMSS) services
a. Insurance matters including the annual insurance renewal process
b. Participation in the County's workers' compensation program.
¢. Claims are reviewed by the Chief of ERMSS, compiled, and submitted to the
insurance company.
d. Review all procurements when seeking services/products and make insurance
recommendations.
e. Coordinate workers' compensation audit and make recommendations for the
allocation.
f.  Advice on incident response

po o
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Optional Additional Services
All services will be finalized before implementation and subsequently added to the Guide once
agreed upon.
I.  Human Resources services
II.  Additional Grants & Agreements services (for example grant support)
III.  Facilities & Environmental services (for example copy center)
IV.  Information Technology services
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ATTACHMENT 8
RESOLUTION

WHEREAS, the County of Albemarle is committed to ensuring that safe, decent, affordable, and
accessible housing is available for all residents, and to improving the livability of all neighborhoods; and

WHEREAS, the County of Albemarle has recognized the redevelopment of the Southwood
Mobile Home Park as a strategic priority; and

WHEREAS, the County of Albemarle executed a public/private partnership agreement with the
Habitat for Humanity of Greater Charlottesville (Habitat) in July 2019 to provide resources to Habitat to
assist with redevelopment initiatives; and

WHEREAS, after holding public hearings on August 6, 2025 and August 20, 2025, the County
wishes to apply for up to $2,000,000 in Community Development Block Grant (CDBG) funds to support
the construction of 3,000 linear feet of new sanitary sewer main, and the installation of three lateral
connections to public sewer main in Phase 2 of the Southwood Redevelopment Project; and

WHEREAS, the projected benefits of the Project are improved living conditions for 63 low- and
moderate-income households currently residing in the Southwood Mobile Home Village.

NOW, THEREFORE, BE IT RESOLVED that the Albemarle County Board of Supervisors hereby
endorses the County’s submission of the CDBG grant application for the Southwood Sanitary Sewer
Services Project, and authorizes the County Executive to execute the application and any required
certifications and assurances, as well as any supporting or related contracts or documents required to
obtain or accept this grant, and to take any further action required for this application.
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