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the SC Rural Infrastructure 
Authority has announced 
its 2014 grant programs 

and deadlines for applications. 
The RIA provides grants for 
infrastructure to support 
economic development and 
address environmental concerns 
that impact the quality of life.

The RIA assists local govern-
ments and other public entities 
in distressed or least developed 
counties by providing financing 
for qualified rural infrastructure 
projects. (The SC Department of 
Revenue designates which counties 
are considered distressed or least 
developed based on per capita 
income and unemployment data.)

Projects in noneligible 
counties may be eligible for certain 
grants if the project is located outside of 
an urbanized area and in a census tract 
that meets the same eligibility criteria for 
distressed or least developed counties.

In FY2013, RIA awarded $9.6 million 
for 31 basic infrastructure projects 
throughout the state. According to RIA 
Executive Director Bonnie Ammons, 
“These grants will make an impact on 
rural communities by helping them 

achieve greater sustainability 
and helping build the capacity 
to increase economic opportu-
nities.” For a complete listing of 
FY2013 grant recipients, visit 
www.ria.sc.gov.

In addition to basic infra-
structure grants, RIA is offering 
three new grant programs for 
FY2014: emergency infrastruc-
ture, economic impact and 
economic infrastructure. 

The RIA board has 
earmarked $12 million for qual-
ified projects. Grant applications 
are prioritized based on need, 
impact and feasibility.

Basic infrastructure 
Basic infrastructure grants are avail-

able to bring systems into compliance 
with environmental quality standards 
or address public health concerns. In 
FY2013, basic infrastructure grants were 
used for projects such as renovating 
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elevated water tanks, extending water 
lines and upgrading wastewater treat-
ment plants. RIA has $6 million available 
for this program in FY2014. Qualified 
entities can apply for assistance up to 
$350,000 per project.

Emergency infrastructure 
Emergency Infrastructure grants 

address urgent needs for infrastructure 
extension or make emergency repairs 
that present an imminent threat to 
public health or environmental quality. 
To qualify for the grant, there can be no 
other available resources to address the 
issue, and the issue must have become a 
threat within the past six months. RIA 
has $500,000 available for these grants. 
The maximum amount awarded is 
$50,000/project. 

Economic impact 
Economic impact grants help fund 

publicly owned infrastructure or facilities 
that will impact a community through 
significant job creation and private invest-
ment. RIA has earmarked $2 million for 
these grants and will award a maximum of 
$500,000 to each recipient.

Economic infrastructure
Economic infrastructure grants help 

fund projects that will build capacity for 
economic development through infrastruc-
ture improvements that help businesses 
grow or that serve publicly owned certified 
sites or industrial parks. The board allo-
cated $3.5 million for this program. 

For more information on the Rural 
Infrastructure Authority and its grant 
programs, visit www.ria.sc.gov.

2014 Grant Program Summary
Program

Description

Funds 
Available

Purposes

Eligible 
Activities

Application
Deadline/

Board Review

Basic
Infrastructure

$6,000,000

Solve public 
health and 
environmental 
quality issues 
to ensure 
community 
sustainability

Water, Sewer, 
Drainage

February 3, 2014 
Board Review at 
May meeting

Emergency
Infrastructure

$500,000

Emergency repair 
or extensions to 
fix recent health/
environmental 
threat where 
immediate action 
is required and 
there are no 
other available 
resources

Water, Sewer

Anytime Board 
Review at next 
appropriate 
quarterly meeting

Economic
Infrastructure

$3,500,000

Improve capacity 
to support eco-
nomic develop-
ment through 
infrastructure im-
provements that 
help businesses 
grow or that 
serve publically 
owned certified 
sites or industrial 
parks

Water, Sewer

Sept. 9, 2013 
Board Review at 
November meeting

Econimic
Impact

$2,000,000

Infrastructure or 
facilities to serve 
economic devel-
opment projects 
that create impact 
through capital 
investment and 
job creation

Water, Sewer, 
Public Facilities

Anytime Board 
Review at next 
appropriate 
quarterly meeting
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news BrIefs
Google recognized the City of North Myrtle 
Beach as the 2013 eCity of South Carolina. The 
eCity award recognizes cities that represent “the 
new digital capitals of America” by embracing the 
Web to find new customers, connect with existing 
clients and fuel local economies.

Kelly Lovette, clerk for the City of Goose 
Creek, and Camilla Pitman, clerk for the City 
of Greenville, earned the Master Municipal Clerk 
designation from the International Institute of 
Municipal Clerks.

Nine business licensing officials earned their 
Accreditation in Business Licensing designation 
from the SC Business Licensing Officials 
Association. Joe Carter, City of Aiken; Ashley 
Clemmons,  City of Myrtle Beach; Beverly 
Coleman, City of Clemson; Nicole Combs, City of 
Spartanburg; Lynne Elting, City of Fort Mill; Kathy 
Hall, City of Columbia; Susan Howell, City of Greer; 
Ashley Kellahan, City of Charleston; and Barbie 
Staples,  City of Tega Cay.

Municipal Court Administration 
Association of SC members elected new board 
members at their recent Annual Meeting. President 
Lisa Chapman, City of Charleston; Vice President 
Kim Poulin, City of Abbeville; Secretary/Treasurer 
Mary Sims, City of Newberry; and Members 
at Large Deloris Frye, City of Bennettsville; Lisa 
Cunningham, Town of Bluffton; and Pam Larson, 
City of Greenville.

The City of North Charleston was awarded 
Accredited Agency Status by the Commission 
on Fire Accreditation International. The North 
Charleston Fire Department is one of only 187 
agencies worldwide and one of six in South 
Carolina (Mount Pleasant, Hilton Head Island, 
Charleston AFB, Parris Island and Spartanburg) to 
attain CFAI Accredited Agency Status.

Elizabeth Copeland recently joined the Municipal 
Association staff as administrative assistant in the 
Education and Training Department. She provides 
administrative support for the SC Association of 
Municipal Power Systems; the SC Business Licensing 
Officials Association; and the SC Municipal Finance 
Officers, Clerks and Treasurers Association.

Left: Municipal Association Executive 
Director Miriam Hair discusses the 
upcoming legislative session with 
Myrtle Beach City Manager Tom Leath.

Bottom: Municipal officials from 
the Upper Savannah Council of 
Governments region share ideas for 
solving issues that will help move the 
state forward.

Regional Advocacy 
Meetings
Number of attendees: 272 
Municipalities represented: 105
Miles Driven: 1615
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Taking a STAND
An ambitious and unconventional 

program started three years ago 
in North Charleston has shown 

enough success when it comes to curbing 
crime that it piqued the interest of munic-
ipal officials attending the Municipal 
Association’s Annual Meeting in July.

The Stop and Take a New Direction 
program takes a different approach to 
law enforcement when addressing issues 
such as drugs, guns and gangs in South 
Carolina. Instead of incarceration for 
a crime, the U.S. Attorney’s Office in 
South Carolina, along with local law 
enforcement, offered eight low-level drug 
dealers a chance to make a radical turn 
in their lives.

“We want to help these individuals 
from becoming career criminals by 
showing them another way of life free 
of crime,” explained U.S. Attorney Bill 
Nettles. Nettles joined North Charleston’s 
Assistant Chief of Police Reggie Burgess 
and Assistant U.S. Attorney Lance Crick 
to discuss the STAND program and 
North Charleston’s experience during the 
Annual Meeting. 

STAND began in 2011 as a one-year 
experiment to rid the Charleston Farms 
community of drugs and violence for 

good. It was a three-step assault on drug 
crime in the Charleston Farms neighbor-
hood of North Charleston. 

The first step involved the simulta-
neous takedown of 23 hardcore drug 
dealers. Having both local and federal 
involvement made an impact. Facing 
federal-level charges and sentencing 
“tends to get their attention,” Nettles said.

For the second step, Charleston 
Farms residents were encouraged to 
attend the bond hearings for those 
arrested. Residents asked the judge to set 
high bonds to keep the dealers in jail. “It 
was valuable for us and the prosecutors 
to have community members in bond 
court,” said Burgess. They told the judge 
firsthand how the dealers were affecting 
the community. North Charleston 
assisted residents with transportation to 
the bond hearings. 

The third step was the most difficult. 
Federal, state and local officials set out to 
save eight street corner drug dealers from 
a life of crime. Instead of arresting them 
during the takedown, officials felt intense 
intervention with education, employment 
and counseling resources could transform 
the eight individuals from law breaking to 
law abiding. 

North Charleston assigned two 
police officers to work with the STAND 
participants. Both officers worked in the 
Narcotics Division and had been heavily 
involved in the Drug Market Intervention 
program, the predecessor to STAND. 
The officers were asked to be problem 
solvers, figuring out what it would take to 
keep the eight men from selling drugs or 
committing other crimes. As the officers 
talked to each man, they found common-
alities: no job, behind on child support, 
uneducated, record of illegal drug use.

“First and foremost, we knew we 
had to help them get a full-time job,” 
explained Burgess. “They were on the 
corners to make money. By making it a 
priority, then delivering on that promise, 
we got their attention.” 

These were young men whose lives 
were filled with empty or broken prom-
ises – people letting them down, said 
Burgess. “Everything we told them we 
were going to do, we delivered, no matter 
how hard it was.”

While a segment of the NBC show 
“Dateline” called the Charleston Farms 
neighborhood the “mean streets,” Nettles 
was deliberate in not labeling this a 
high crime area. Part of the program’s 

STAND began in 2011 as a one-year experiment to rid the Charleston Farms community of drugs and violence for good. It was a three-step assault 
on drug crime in the North Charleston neighborhood. (Photo/Courtesy of the City of North Charleston)
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U.S. Attorney Bill Nettles joined North Charleston’s Assistant Chief of Police Reggie Burgess and Assistant U.S. Attorney Lance Crick to discuss the 
STAND program and North Charleston’s experience during the Annual Meeting. 

success was getting the entire community 
involved. Nettles felt that it couldn’t 
be done if law enforcement treated the 
neighborhood as crime-ridden.

Program results for the most part have 
been positive. Assistant Chief Burgess 
pointed out that crime is down in the 
Charleston Farms area. From 2006 to 2009, 
the neighborhood saw 270 violent crimes 
and three murders. Since the program 
began, there have been 159 violent crimes 
and no murders.

As of July, four of the original eight 
offenders who started the program remain. 
The others were arrested for drug charges, 
violating the terms of the program. 

An unexpected benefit has been the 
changing attitude of North Charleston’s 
law enforcement officers. “We were asking 
our officers to talk with these individuals, 
help them and believe they could change,” 
said Burgess. “It was ‘shock and awe’ to 
our law enforcement system. We wanted 
them to help individuals that did not look 
at us very positively. We were the people 
standing in between them and their live-
lihood−dealing drugs. We had to change 
how we looked at these drug dealers. If we 
were going to give them the opportunity 
to do good in their lives, we had to put 
that attitude behind us.”

North Charleston officers stepped up 
to the challenge. They worked behind the 
scenes lining up resources, mentoring 
the men and making sure they had books 
for class. Reaching beyond the STAND 
program, officers began helping others 
who could not see a way to move beyond 
their drug dealing life. Officers referred 
them to resources and talked to the U.S. 
Attorney’s Office and local solicitors on 
the individual’s behalf.

Nettles believes the program can be 
scaled for communities facing gang or gun 
issues as well. He hopes other communities 

across the state will embrace the concept. 
Assistant U.S. Attorney Lance Crick is 
coordinating this and other outreach efforts. 

Nettles acknowledged the STAND 
program is not going to win the war on 
drugs, but it could improve the quality of 
life in a neighborhood. It is a reclamation 
program − of both the community and 
the lives of the individuals involved.

He encouraged officials to think long 
term instead of day-by-day.  “Is this a lot 
of resources for one community? No, not 
in the long run,” he said.

STAND participants and officers work together in the community garden. (Photo/Courtesy of the 
City of North Charleston)
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Attracting national retail may seem 
like a mystery that many cities and 
towns aren’t able to solve because 

the people who decide where a large 
national retailer is going to locate rely on 
a wide variety of data and metrics. 

That means no amount of cajoling, 
begging or pleading from city leaders can  
get a company like Neiman Marcus to 
ignore its marketing data and agree to set 
up shop in a 5,000-person town. 

But panelists during the “Making Your 
Town Retail Ready” session at the Associa-
tion’s Annual Meeting in July said that is not 
a reason to give up when it comes to grow-
ing and developing retail in South Carolina 
cities and towns. The key is persistence and 
knowing your own facts and figures.

“They know it better than you ever will 
know,” said Nancy Whitworth, economic 
development director for the City of 
Greenville. “But you have to know it too.”

Some cities and towns hire an inde-
pendent consultant to perform a market 
analysis study to gather targeted informa-
tion. Another alternative is to subscribe 
to an online service such as Claritas. 
The service allows users to, among other 
things, see the top consumer segments 
that live in a zip code and get a snapshot 
about each segment’s demographic and 
lifestyle characteristics. This kind of data, 
combined with other statistics, can help 
a community understand its market 
and what kind of businesses need to be 
recruited to the area to meet the demands.

Creating a retail balance is difficult, 
said Matt Kennell, president and CEO of 
the City Center Partnership in Columbia. 
Many South Carolina cities and towns 
struggle with creating the right mix of 
merchants: national versus local; large 
versus small; high end versus budget. 

In the past, retail was not considered 
part of the economic development package, 
but that is no longer true. Roughly 10 
percent of jobs in South Carolina are in 
retail. The average shopping center employs 
about 76 people. In total, retail creates 
about $2 billion in tax revenue each year. 

Whitworth said Greenville’s downtown 
has attracted retailers such as Brooks 
Brothers, Anthroplogie and Mast General 
Store in the past decade by being commit-
ted to drawing in those kinds of business. 
Greenville city leaders looked at what 
would attract those businesses – more 
residents and office workers – then went 
after them first. Retailers followed.

Whitworth also suggested working with 
the private sector, such as local brokers, to 
help create plans to attract retail.

“Don’t go it alone,” she said. “Look for 
the best fits and know all of your areas.”

Making retail work
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The following article is the first in a series 
about economic development tools and how 
to use them. 

Like a skilled artisan, a successful 
economic developer must know what 
tools are available for a particular 

task and how to combine them to produce 
the best results. 

An often underutilized economic 
development tool for downtown or 
commercial development is designating 
property (or a group of properties) as 
a multicounty business park. While 
counties have been using the approach 
for years to promote industrial devel-
opment, local governments are finding 
opportunities to use the multicounty 
approach to incentivize commercial 
development and fund public infra-
structure projects to support commer-
cial development. 

Use of this technique is not limited 
to large cities. Moderate size commu-
nities like Greenwood and Newberry 
have successfully used the multicounty 
business park designations. 

In Newberry, it provided fee-in-
lieu of tax revenue to pay for blight 
clearance, streetscaping and water/
sewer improvements to support a $22.2 
million adaptive reuse of a 400,000 
square foot textile mill. Newberry was 
able to convert the mill to market-rate 

apartments and an off campus dorm 
leased to Newberry College. 

Greenwood used the tool to incen-
tivize national retail chains like Kohls 
and Publix to anchor new development 
projects in the city. 

In the Upstate, Spartanburg worked 
with the county to preapprove corridors 
where the MCBP designation can be used 
to grant a 30–50 percent tax break for 
redevelopment projects.

To use the multicounty park concept, 
at least two contiguous counties, one of 
which must have a lower state-designated 
job development status, must partners with 
a private developer/owner to promote  
economic development. 

There are many benfits for the 
partners. Local governments benefit by 
sharing in the tax revenues generated by 
the park and spin off development. 

Also, it is an attractive tool because the 
counties may negotiate with the private 

developer/owner to pay a fee instead of 
property taxes. This flexibility may lower 
the private party’s tax payment, while the 
local government may use the revenue 
generated by the fee to build needed infra-
structure to support the project. Another 
benefit for the private entity, particularly 
in industrial development, is the potential 
of earning an additional $1,000 income 
tax credit for each job created as a result 
of the project. 

While this economic development 
tool allows revenue generated in a 
multicounty park to be used to incentiv-
ize private development, it is important 
to remember that in South Carolina 
public funds may only be expended for a 
“public purpose.” 

As defined by the state Supreme Court, 
public purpose “has for its objective the 
promotion of the public health, safety, 
morals, general welfare, security, prosper-
ity, and contentment of all the inhabitants 
or residents, or at least a substantial part 
thereof.” Anderson v. Baehr, 265 S.C. 153, 
217 S.E.2d 43, 47-48 (1975). (See www.
masc.sc; keyword: economic development 
resources for additional details on restric-
tions placed on grants and incentives to 
developers.)

Cooperation among local govern-
ment officials is essential to successfully 
use the multicounty park designation. 
According to state law, county council 
has the sole authority to implement a 
multicounty designation. The desig-
nation requires consent of city/town 
council when the designated properties 
are located within a municipality. County 
council also determines if school taxes 
will be impacted and to what extent, and 
directs the expenditure of all tax revenue 
generated by the project. 

Finally, the multicounty park designa-
tion can be bundled with other economic 
development tools. It is important to work 
with an attorney experienced in using 
these tools to create the right package for 
incentivizing economic development.

An often underutilized economic 
development tool for downtown 

or commercial development 
is designating property as a 
multicounty business park. 

Economic 
development
tools:

Oakland Mill, Newberry

Multicounty business parks
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W ith healthcare costs skyrocket-
ing, employers nationwide are 
realizing that the best way to 

cut costs is to take preventive measures. 
To reduce insurance and workers’ 

compensation claims, many employers 
are offering wellness programs. They are 
finding that healthy workers lead to a 
more productive workplace. 

The Isle of Palms started its wellness 
program several years ago, according to 
City Administrator Linda Tucker. 

Once a year, the city has a wellness fair, 
which offers weight assessments, choles-
terol screenings, and flu and pneumonia 
shots. Employees are encouraged to track 
their fitness miles (20 minutes of aerobic 
activity equals one fitness mile). Each 
department has a wellness coordinator 
who submits the fitness miles to the Isle 
of Palms’ designated wellness employee. 
Each month, the employee with the most 
fitness miles is awarded a small prize such 
as movie tickets or restaurant gift cards. To 
help the employees earn those fitness miles, 
the city allows them to use a small block of 
time in the day−20 or 40 minutes−to work 
out at a city gym, Tucker said. 

The city’s monthly fitness events have 
become very popular. They encourage 
everyone to get involved, from the extremely 
athletic to those merely looking for a little 
time to play in the fresh air and sunshine. 
Events have included bocce, volleyball, 
cornhole, basketball and wacky golf. 

“It’s just hysterical fun,” Tucker said. 
The city’s program is an offshoot of its 

annual flu shot clinic. It grew out of the 
idea that a wellness initiative is important 
in the workplace, Tucker said. 

“It keeps everybody healthy, reduces 
absenteeism and is a huge boost for 
morale,” Tucker said. 

A wellness program works best when 
employees are invested. Officials suggest 
establishing a wellness committee with 
representatives from all departments. 
The committee can survey employees 
to find out their health improvement 
needs and wants. They then can set 
up activities, encourage participation, 
provide exercise opportunities, create 
incentives for healthy practices in the 
workplace, and spread the word through 
a wellness newsletter. 

The Town of Kingstree has an active 
wellness initiative and recently enhanced 
the program to make it more structured 
and cohesive, said Town Clerk/Human 
Resources Director Leonard Lowery. 

Full-time employees can get a free 
gym membership if they work out at least 
nine times a month, 30 minutes per visit. 
Kingstree officials also added a new tier to 
their insurance plan that includes a gym 
membership and reduced deductibles 
as an incentive for healthy living. Even 
those who do not choose the richer tier 

  Healthy        dose of
wellness

Seneca employees box to burn calories and earn 
bonuses. (Photo/Courtesy of the City of Seneca)
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program can see their deductibles cut if 
they complete an annual physical and 
health assessment, or participate in other 
programs such as smoking cessation, 
weight management or prenatal care, 
Lowery said. 

The town also offers health screenings 
and flu shot clinics in conjunction with the 
local hospital and publishes a newsletter 
that offers healthy recipes and wellness tips. 
Town officials have even stopped serving 
donuts and pastries at meetings − instead 
offering healthier options such as fruit, 
vegetables and cereal bars, Lowery said. 

“Research shows that healthy employ-
ees are going to miss fewer days and their 
productivity is going to be up. It also 
lowers the costs of our health insurance,” 
Lowery said. “If they’re healthy, at work 
and know that we care, they’re going to 
have a better attitude and a willingness to 
do a good job for the town.”

The City of Seneca has a year-old 
wellness program focused on physical 
training. The city partners with a personal 
trainer and Upstate Medical Associates. 

Employees are offered a bonus of 
$100 per quarter if they work out with 
the trainer 26 times and attend a doctor 
visit. So far, about 30 to 35 people have 
been eligible for the bonuses, hundreds of 
pounds have been shed, and morale is up, 
said City Finance Officer Joel Seavey. The 
city is working to add nutrition infor-
mation and nurse care to the program 
to get more employee participaion in 
the program. A great way to save money 
on health care costs is by improving 
employee wellness, Seavey said. 

The City of Spartanburg has had 
an onsite health clinic with a nurse 
practitioner since December 2009. Her 
primary role is to provide health coach-
ing to help employees manage chronic 
health conditions such as diabetes, 
hypertension and cholesterol, according 
to Human Resources Director Michelle 
Clyburn.  The nurse also offers a weight 
loss program and, when time allows, sees 
employees for minor acute illnesses.   

In addition, Spartanburg has designed 
its health plan to promote age-appropriate 
health screenings.  Its Healthy Living Plan 

has lower co-insurance, copays, out-of-
pocket expenses and deductibles than 
their basic health plan. 

“More and more companies are focus-
ing on prevention,” Clyburn said. “It’s also 
a good recruiting tool.” 

The City of Anderson has had a well-
ness committee since 1999, and started 
its formal wellness/disease management 
program in 2007. Since then, the program 
has grown and changed to reflect different 
needs within the organization, according 
to Assistant Director of Human Resources 
Brandy Walters. 

The program offers annual screenings 
that provide an in-depth and comparative 
look at potential health issues; visits from 
a wellness coach to assist employees with 
different health objectives; an annual health 
fair; and Lunch and Learn seminars that 
highlight different health topics such as 
breast cancer awareness and healthy eating. 

Anderson offers free 24-hour access 
to an employee-only gym, plus free 
employee membership and a discounted 
family rate to the City of Anderson 
Recreation Center. Employees also can 
earn Wellness Reward Hours (paid time 
off) for participating in certain activities, 
such as annual physicals, dental cleanings, 
flu shots, and Lunch and Learn sessions, 
Walters said.  

 This summer, the wellness committee 
sponsored an adult league team through 
the Recreation Department. The team 
played “tennis baseball ... kind of like 
softball but with a tennis ball, and you use 
smaller, T-ball sized bats,” Walters said. 

“It really brought a cross departmental 
group of employees together with various 
levels of fitness ability that were able to 
encourage each other and have physical 
activity in a fun way,” Walters said. “It 
turned out to be great for morale and 
really got people moving.” 

Anderson also partnered with Weight 
Watchers, running continuous weekly 
onsite meetings for 18 months. Collec-
tively, participants lost more than 500 
pounds, Walters said.  

When creating a wellness program, 
cities should be careful not to focus on 
just lowering insurance costs or increasing 
productivity gains. Focusing on outcomes 
alone could have the opposite effect in the 
long term, Walters advised. 

“Programs should focus on engage-
ment. The accountability piece will come, 
and not because people were forced into 
change when faced with the possibility of 
having to pay higher rates, for example,  
but because they see the value in making 
those healthy life style changes,” Walters 
said. “When done right it can really get 
people excited about being part of a 
healthy culture in which employees thrive 
and feel that their organization is a great 
place to work.”  

In North Charleston, employees 
can use a free, onsite employee health 
facility equipped with state-of-the art 
equipment. Also, employees can take 
advantage of various free classes such as 
cross core, yoga, boot camp and barre. 
North Charleston also offers Employee 

ContInued on Page 10  ➤

Kingstree 
firefighter taking 
advantage of his 
gym membership 
provided by the 
town.
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Pampering Days with stress-free chair 
massages, health screening, a Weight 
Watchers program and flu shots. 

In addition, the city has a Nurse Coach 
program for employees who suffer from 
chronic diseases such as diabetes, high 
blood pressure or high cholesterol, said 
Human Resources Director Christine 
Ruth. This voluntary program assists those 
employees who may need help managing 
their diseases. The employee meets with a 
nurse periodically to monitor his condition 
to ensure the employee is following his 
physician’s guidelines and monitoring his 
blood sugar if he is a diabetic, Ruth said. 

“Creating a culture that supports 
healthy lifestyles is the way to go to cut 
health costs,” Ruth said. 

The City of Marion holds an annual 
employee health fair where preventive 
screenings such as cholesterol, blood 
sugar and blood pressure are offered, said 
City of Marion Personnel/Purchasing 
Director Elizabeth Ficik.

“We’ve had some people at the event 
discover that they’re diabetic, or have high 
blood pressure or cholesterol, and they 
didn’t even know it,” Ficik said. “We’ve 
helped them get on meds and control 
these conditions.”

The health fair has been used to 
kick-off weight loss competitions. City 
employees also participate in a “Couch 
to 5K” program as a group and in the 5K 
event at the Historic Marion Runfest. 

Wellness programs benefit both the 
employees and the city, Ficik said. 

“It boosts employee morale and gets 
them healthier,” she said. “Healthier 
employees lower our insurance costs and 
affects workers’ comp and absenteeism.” 

The Town of Mount Pleasant’s 
wellness program offers a 50 percent 
discount on health insurance for employ-
ees and spouses who complete annual 
health risk assessments and join disease 
management programs, if neeed, to 
control high cholesterol, hypertension, 
diabetes and obesity, according to Amber 
Vereen, human resources generalist for  
the Town of Mount Pleasant. The Healthy  
Lifestyle Plan offers copays, deductibles 

and coinsurance that are half the rate of 
the Basic Plan.  

The town has an onsite employee 
fitness center and has created a points 
program to reward employees for engag-
ing in wellness activities and working 
out onsite. Employees can choose from 
a number of classes, including yoga, 
Zumba, pilates, aerobics and crossfit, or 
participate in Weight Watchers. The town 
tries to encourage wellness in every aspect 
of the day − even placing healthy options 
like nuts and baked chips in vending 
machines, and placing health-focused 
magazines in break rooms, offices and fire 
stations, Vereen said. 

 A wellness program should consider 
not only physical fitness, but also 
emotional health. Many cities have an 
Employee Assistance Program, which 
offers counseling for a variety of personal 
problems such as financial issues, stress 
management or addiction. 

“If you have a problem at your house, 
you have a problem at work,” Ficik said. 

Counseling services can offer guidance 
and assistance to employees struggling 
with a variety of pressures − from rearing 
children, caring for elderly parents or 
dealing with financial hardships.

Ruth said North Charleston offers 
an EAP program that includes six free 
sessions per fiscal year for employees and 
their dependents. 

Anderson’s EAP program is admin-
istered by a private company, Horizon 
EAP. Walters said she periodically 
reminds employees of what the EAP 
offers. The program includes consulta-
tions with an attorney; do-it-yourself/
assisted document preparation (such 
as divorce forms and estate planning); 
free online wills; and financial services 
such as budgeting, debt counseling and 
retirement planning. 

Marion’s EAP provider, Trinity Behav-
ioral Care, covers employees, spouses and 
their children, offering services such as 
anger and stress management and drug 
and alcohol counseling. 

EAP programs are a good addition to 
wellness programs to get employees fit 
both physically and mentally, Tucker said. 

“When you are a service industry, the 
people infrastructure is the service you’re 
selling,” she said. “People have compli-
cated lives − occasionally that spills over 
into work. Sometimes they need help to 
overcome obstacles.” 

ContInued FRoM Page 9  ➤

City of Anderson employees participate in the Recreation Department’s adult tennis baseball 
league. (Photo/Courtesy of the City of Anderson)
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Can an employer deduct unau-
thorized hours worked from an 
employee’s paycheck?

A. No. If an employee works unautho-
rized hours, even after notice by the 
employer that additional work hours are 
not allowed, the employee must be paid 
for those hours worked, including any 
overtime accrued. The employer’s only 
option is to use progressive disciplinary 
action, up to terminating the employee for 
violating policies, procedures, instructions 
or orders issued by the employer. 

Can compensatory time be 
granted in lieu of payment 
for nonexempt employees (as 
defined by the Fair Labor Stan-
dards Act) who work overtime?

A. Yes. However, officials should carefully 
consider if they want to make comp time 
an option. If they do, they should enact 
policies to govern its use.  

•  Compensatory time must be granted 
at a rate of at least 1.5 times the 
hours worked in excess of the 
maximum statutory hours. (See 
next question about maximum 
statutory hours.) 

•  The employer should set a time limit 
within which the employee must take 
the accrued comp time.
•  Employers should not offer 

compensatory time if manpower 
limitations severely restrict the 
likelihood that the employee could 
take time off within a reasonable time 
period from the date of accrual.
•  Earned but unused compensatory leave 

is a financial liability for the municipality. 
It must be reported in the annual audit 
and is payable at the time of the employee’s 
termination, retirement or death.

What are the maximum 
statutory hours worked for 
nonexempt employees before 
triggering overtime?

A. Most employees
•  40 hours per work week (seven days)

Law enforcement 
•  43 hours per week (seven days) 
•  86 hours in two weeks (14 days)
•  171 hours in four weeks (28 days)

Fire suppression
•  53 hours in one week (seven days)
•  106 hours in two weeks (14 days)
•  212 hours in four weeks (28 days)

Can an employer schedule 
employees “off” to use compen-
satory leave accrued?

A. Yes. The employer can schedule an 
employee “off ” in order to use accrued 
compensatory time, with or without the 
employee’s consent.

Is there a maximum accrual level 
for compensatory time?

A. Yes. Public safety (law enforcement 
and fire) employees can accrue a maxi-
mum of 480 hours. The maximum for all 
other employees is 240 hours.

Frequently asked 
questions Hours and wages
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In any workplace, there are 
individuals who are problem 
employees. Local government 

is no exception. At best, these 
individuals are in need of remedial 
training and progressive discipline 
in order for the agency to receive 
acceptable work performance. At 
worst, these individuals are toxic 
employees who have no regard for 
the mission of the agency, are solely 
concerned with self-preservation, 
and refuse to accept responsibility for 
mistakes in their work performance. 

The question is how many problem 
employees with performance problems 
that are widely known within the orga-
nization also have a consistent record 
of positive performance evaluations in 
their personnel record? Unfortunately, 
poor performing employees with positive 
performance records are the rule rather 
than the exception.

Diligently documenting employee 
performance is possibly the single most 
effective way a supervisor can ensure that 
decisions related to promotions, discipline 
and termination are legally defensible. 

When a municipality faces a legal 
challenge by present or former employ-
ees alleging the organization has engaged 
in discriminatory practices, the goal 
should be to have a record demonstrat-
ing that consideration of performance 
inadequacies (rather than race, age, 
religion, etc.) was the real reason for a 
negative employment action. This docu-
mentation can minimize legal liability 
and organizational stress.

On the other hand, a failure to accu-
rately document employee performance 

inadequacies can often make it next to 
impossible for a supervisor to take negative 
employment actions (i.e., termination) 
without incurring the costs of litigation. 

If an individual has years of positive 
performance evaluations, regardless of 
how the evaluations reflect the reality of his 
performance, supervisors face substantial 
challenges in taking negative employment 
actions against that employee without 
exposure to legal liability. 

Courts are skeptical of agencies claim-
ing that a negative employment action 
was taken due to poor performance, a 
legitimate and nondiscriminatory ratio-
nale, when the agency’s own performance 
appraisals indicate that the individual in 
question has met or exceeded expecta-
tions for years.

To describe this challenge simply, 
positive performance evaluations followed 
by a negative employment action often 
lead to the appearance of discriminatory 
or arbitrary decision making. This could 
put the local government in a position of 
being unable to promote individuals who 
deserve it, discipline those who need it 
and terminate those individuals whose 
continued employment jeopardizes the 

entity’s mission, without exposing 
it to costly litigation. Litigation is 
costly not only financially but also 
in terms of organizational stress 
and employee morale.

In many cases, supervisors 
know who the poor performers 
are, but having that personal 
knowledge and putting it on paper 
are two very different things. One 
of the most important differences 
is that personal knowledge rarely 

minimizes legal liability, whereas putting 
that knowledge on paper often does.

In addition to these legal consider-
ations, effective performance appraisals 
allow supervisors to accurately identify 
performance problems so that they can 
be corrected. These corrections—through 
coaching, counseling and discipline—can 
actually save careers. 

Through training and informed 
policy development in this area, local 
governments can spend more time on 
serving the public and less time defending 
personnel lawsuits.

Dolan will present a daylong training 
session “Public Safety: Supervision, 
Leadership, Discipline and Termination: 
Without Being Sued” on November 20 for 
members of the SC Municipal Insurance 
Trust and SC Municipal Insurance and 
Risk Financing Fund, the Association’s 
Risk Management Programs. SCMIT 
provides self-funded workers’ compensation 
protection for employees of its member 
municipalities. SCMIRF provides all lines 
of property and casualty coverage including 
tort liability for its member municipalities. 
For more information, visit www.masc.sc 
(keyword: RMS).

Conducting performance evaluations
and limiting employer liability

Matthew P. Dolan, attorney, Public Agency Training Council
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A s cities continue 
to face budget 
crunches, the use of 

volunteer and inmate labor 
may look like an attractive 
proposition. Be aware, 
however, there are potential 
costs and risks involved 
with using both. 

Volunteers
Volunteers have long 

been a valuable resource for 
municipalities. They serve 
in a variety of capacities as 
firefighters, coaches, festival 
organizers, and board and 
commission members. Also 
volunteers may assist during 
times of emergency. 

Regardless of what role 
the volunteer may play, there are two 
categories of associated risks for the 
municipality: actions by the volunteer that 
cause harm and actions that inflict harm 
on the volunteer.

Federal and state laws may limit the 
entity’s and volunteer’s liability. If the 
volunteer was acting within the course 
and scope of his official duties and not 
in a criminal, willful or wanton manner, 
the South Carolina Tort Claims Act 
moves the liability from the individ-
ual to the entity (S.C. Code of Laws, 
§15-78-70). The Act provides the entity 
some protection by placing caps on the 
amount for which it can be held liable. 
(S.C. Code of Laws, §15-78-120) For 
federal suits, there is no cap.

In addition to the liability potential 
from a volunteer’s action, the entity could 

be held liable if the individual is injured 
while volunteering.  

Generally volunteers do not receive 
compensation other than reimbursement 
for expenses. That makes them ineligible 
for workers’ compensation. Only volun-
teers who receive compensation and those 
with an “authorized status” as defined 
by state law (i.e., volunteer firefighters, 
reserve/auxiliary police officers, rescue 
workers) are covered under the workers’ 
compensation law. If injured, a volunteer 
not covered by workers’ compensation 
could file a claim against the municipali-
ty’s liability insurance provider.

To limit its liability, the municipality 
may want to purchase an accident medical 
insurance policy to cover volunteers who 
are not covered by workers’ compensa-
tion. Another option is to have volunteers 

sign a waiver of liability 
acknowledging the risks and 
agreeing to not hold the city 
liable for any injuries. 

Because the waiver is a legal 
document, municipal officials 
should consult with their 
attorney before going this route. 
Requiring a waiver may have 
an intangible, goodwill cost. 
Individuals may decide not to 
perform the volunteer service, 
or the city may be seen in a 
negative light if it relied on the 
waiver and refused to cover the 
individual hurt while volunteer-
ing for the city. 

Inmate labor
In 2005, the South Carolina 

General Assembly passed a law 
allowing municipalities to extend work-
ers’ compensation coverage to inmate 
laborers. This law shields municipalities 
from potential lawsuits involving inmate 
injuries associated with their work 
assignment. While disability benefits 
are limited under the compensation 
system, medical benefits associated with 
an “on-the-job” injury are unlimited and 
could affect future insurance premiums 
for a municipality.

Using inmate labor may also generate 
other types of claims arising from negli-
gent supervision and negligent entrust-
ment, to name a few. It is imperative that 
a municipality implement sound practices 
regarding the use, safety and supervision 
of inmate labor. Inmates must receive 
proper training and protective equipment 
for their assigned tasks. 

Free labor 
or liability nightmare?
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The “Day in the Life” series gives an insider’s look at the professions that make South Carolina cities and towns great places to live, work and play. Municipal employees from around the state explain their role, discuss challenges they face and share interesting stories from the unique world of municipal government service.

A Day in the Life of a
human resources director

As part of a series of articles on 
the duties and responsibilities of 
municipal employees, we spoke 

with five human resources directors. 
These directors are responsible for 
recommending the hiring and termina-
tion of employees; handling performance 
and disciplinary issues; and coordinating 
benefits, insurance and workers’ compen-
sation programs. 

Steven Jarvis has been in the human 
resources profession for 13 years in both 
the private and public sectors. He has 
served as human resources officer for the 
City of Orangeburg for the past six years. 
As part of his duties, Jarvis addresses 
employee performance and conduct, and 
designs training programs to address 
issues that seem to be systemic. He also 
reviews and updates employee files, and 
assesses and implements cost savings 
measures for areas such as healthcare 
and workers’ compensation costs. But 
it doesn’t stop there. HR managers 
often become “counselors, advisors, the 
‘principal’s office,’ and the cheerleader,” of 
the organization, Jarvis said. 

Debra Mumford, human resources 
director for the City of Georgetown, has 

worked in municipal government for 23 
years. She views her position as support 
staff to all department heads and employ-
ees. Her duties include all tasks related 
to directing and coordinating employee 
benefits, wellness, compensation, train-
ing, payroll, employment policies and 
employee relations.

Michelle Clyburn has been in human 
resources since 1991, and has been human 
resources director for the City of Spar-
tanburg since 2006. Some of her duties 
involve helping managers resolve perfor-
mance issues or policy violations. She also 
handles reclassification requests, benefit 
problems and questions, and medical 
claims. Also, she is active in recruiting 
and interviewing new hires.

During her tenure, Clyburn has seen 
numerous changes in the HR field, espe-
cially in the area of health and wellness. 

“Prevention has become more of 
a focus,” she said. “Organizations are 
becoming more aggressive about creating 
a culture of health.” 

Over the years, Jarvis has seen elec-
tronic and social media play a changing 
role in the culture of employee recruit-
ment and information distribution.

He has also seen changes in terms of 
multiple generations in the workforce 
together. “As healthcare costs consume 
larger percentages of revenues, it is 
difficult to maintain competitive compen-
sation packages,” Jarvis said. 

“Later generation employees more 
often appreciate health benefits than 
younger employees, whose focus tends to 
be on their take-home pay.”

These generational disparities can be 
an asset if they are properly managed, 
Jarvis added. 

“If you facilitate and nurture the rela-
tionship between long-tenured employees 
and younger employees, they can learn 
from each other,” he said. 

Every municipality is now faced with 
multiple generation gaps, said Denise 
Dyer, finance/human resources director 
for the City of Pickens. To get them to 
work together effectively, it’s important 
to determine their individual character-
istics and strengths as it relates to their 
position, she said. 

“One person might need verbal 
interactions while others might prefer 
communication via email or other forms 
of advanced technology,” Dyer said. “The 
key is finding what works for each indi-
vidual, thrive on that and make everyone 
feel important and appreciated.”

Mumford said she has learned that 
one needs to be a great communicator 
and also a mediator when addressing 
issues of multiple generations. She has 
found that she must negotiate between 
the generations to meet somewhere in the 
middle. 

New employees need training and 
orientation to help them adapt to the 
job and to the culture of local govern-
ment. Jarvis said orientations should 
cover the individual’s role in the “grand 
scheme of things.”

Denise Dyer, finance/human resources director for the City of Pickens
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“Too often I encounter employees 
who know their job and the day-to-day 
routine, but they don’t know why their job 
is important,” he said. 

Dyer, who has been involved in HR 
for 20 years in combination with other 
positions, said she spends time with new 
employees going through the details of 
local government and sharing with them 
the changes and developments in the city. 

“I want employees to be proud of 
where they work, and that pride will 
reflect in their productivity and happiness 
in their career,” she said. “I would also like 
to see supervisors mentor new employees 
then check in with them after a short 
period to see how things are going.” 

Mumford said training is just as 
important for supervisors as it is for 
new employees. 

“Supervisors who are properly trained 
make great leaders, which is a great plus 
in the area of employee relations,” she 
said. “Training should take place on a 
regular basis, not just during the employ-
ee’s initial hiring process. Employees 
can’t be expected to perform their 
positions effectively or safely without the 
proper training.” 

JoAn Roland is the HR manager for 
the City of Cayce. She’s worked for the city 
for more than 15 years. Before that, she 
worked in the private sector. When she 
interviews people who are new to local 
government, she explains the different 
benefits like retirement that may not be 
familiar to them. Once employees are 
hired, they go through a full orientation of 
everything associated with the city, their 
job and benefits, Roland said. 

A few times a year, the City of Spartan-
burg offers a formal half-day orientation 
for all new employees (additional training 
is given as needed, depending on the 
position). The city manager discusses city 
policies and procedures. Other depart-
ment representatives discuss pay policies 
and benefits, according to Clyburn. 

Clyburn said training is important to 
help provide the skills needed to move up 
in the organization. Some training, like 
risk management training, is required 
by law or helps to prevent on-the-job 

accidents. Other training 
helps departments to run 
more effectively. Clyburn 
said all full-time employ-
ees recently completed 
customer service training. 

“The city provides 
services to the public,” 
she said. “We want to 
make sure we offer an 
exceptional customer 
service experience.” 

Good training, espe-
cially risk management 
training, is a wise invest-
ment for an organization, 
Jarvis said. 

“I’ve always found that 
the cost of training/prevention is far less 
expensive than managing claims,” Jarvis 
said. 

Risk management training helps us 
stay proactive and on top of issues before 
they get worse, and reduces the risk of 
legal issues, Roland added. 

A challenge of the job, Jarvis said, 
is getting managers to understand that 
HR is a facilitator and resource to help 
them do their jobs. He also notes that HR 
managers do not often get to celebrate 
their victories. 

“HR professionals are the custodians 
of employee confidentiality, and there are 
many fires we put out that no one even 
knows is about to occur,” he said. 

When you’re in the business of dealing 
with human resources, you often have 
to deal with very real human emotions, 
Clyburn said. 

“Employees come and share the best 
part of themselves with you, but you also 
see them at their worst—when they’re 
broken, when they’re seeking guidance,” 
Clyburn said. “Sometimes trying to help 
employees during a personal crisis is 
rough and can be emotional.” 

Other challenges to the job include 
staying current on trends–from technol-
ogy to legislation such as the new Afford-
able Care Act, she added. To stay on 
top of it all, HR directors need frequent 
training and must keep up with best 
practices, she said. Groups like the SC 

Municipal Human Resources Association 
offer training opportunities throughout 
the year covering a wide range of human 
resources issues.

Roland handles employee issues like 
insurance claims, discipline, hiring and 
firing, filing insurance claims, payroll, 
and employee benefits. She said others 
might be surprised to learn about all 
of the paperwork and legal issues that 
she’s required to keep up with on a daily, 
monthly and yearly basis. 

One of the most challenging parts of 
the job for Roland is the emotions that 
come up when an employee must be disci-
plined or terminated. She also has a hard 
time getting employees to attend functions 
− especially free events that would benefit 
them like health fairs. However, Roland 
feels proud when she sees employees 
being promoted or receiving awards and 
recognition for a job well done. 

The most rewarding part of the job 
for Dyer is when she sees employees 
happy about doing their job. For Jarvis, 
the true rewards come from helping 
people realize their potential. Mumford 
enjoys interacting with employees and 
retirees and assisting them with issues. 
Clyburn said she feels fulfilled when she 
helps others to succeed. 

“When I’ve made a difference helping 
someone be successful on the job or in 
their personal life, that brings me lots of 
reward,” Clyburn said. 

JoAn Roland, HR manager for the City of Cayce
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For a complete listing of training 
opportunities, visit www.masc.sc to view 
the calendar.

OCTOBER
9  SC Utility Billing Association Fall 
Meeting. DoubleTree Hotel Columbia. 

10  SC Community Development Asso-
ciation Fall Meeting. SC State Museum, 
Columbia. Topics include HUD’s nationwide 
database on CDBG programs, community 
museums, branding and wayfinding.

11  Forum for SC city/town managers 
and administrators. Clarion Hotel 
Downtown, Columbia.

22-24  SC Municipal Finance Officers, 
Clerks and Treasurers Association 
Annual Meeting. Columbia Marriott. 
Topics include performance management, 
meeting minutes, state Department of 
Revenue services, and reporting require-
ments for the state Ethics Commission. 

23-25  SC Business Licensing Officials 
Association Annual Academy. Columbia 
Marriott. Topics include business license 

auditing, methods for identifying busi-
nesses that need a license and the state’s 
economic forecast.

NOVEMBER
7  SC Association of Stormwater Manag-
ers Fourth Quarter Meeting. Columbia 
Conference Center.

13-15  Municipal Human Resources 
Association of South Carolina Annual 
Meeting. Omni Hotel and Resort, Hilton 
Head Island. 

14  SC Municipal Insurance Trust/SC 
Municipal Insurance and Risk Financ-
ing Fund Annual Members Meeting. 
Embassy Suites, Columbia.

20  Public Safety Training: Supervision, 
Leadership, Discipline and Termination 
Without Being Sued. Open to SC Munic-
ipal Insurance Trust and SC Municipal 
Insurance and Risk Financing Fund 
members. Embassy Suites, Columbia.

21  Public Safety Training: Verbal Judo 
and Public Service Excellence. Open to 
SC Municipal Insurance Trust and SC 
Municipal Insurance and Risk Financing 
Fund members. Embassy Suites, Columbia.

DECEMBER
3  Public Information Officers Training, 
1411 Gervais Street, Columbia.

6  Municipal Attorneys Association of 
SC Annual Meeting. Embassy Suites, 
Columbia.

9  Employment Liability Training. 
North Hope Center, Sumter. Open to 
SC Municipal Insurance Trust and SC 
Municipal Insurance and Risk Financing 
Fund members. Elective course for the 
Risk Management Institute.

10  Employment Liability Training. 
Municipal Center, North Augusta. Open 
to SC Municipal Insurance Trust and SC 
Municipal Insurance and Risk Financing 
Fund members. Elective course for the 
Risk Management Institute.

12  Employment Liability Training. 
Visitors’ Center, Gaffney. Open to SC 
Municipal Insurance Trust and SC 
Municipal Insurance and Risk Financing 
Fund members. Elective course for the 
Risk Management Institute.

1411 Gervais Street | PO Box 12109
Columbia, South Carolina 29211
Tel: 803.799.9574 | Fax: 803.933.1299
www.masc.sc
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