




Forsyth County
Compensation Plan

Effective July 1, 2017

1.0
Forsyth County’s compensation philosophy is to pay its employees fairly and equitably
based on a comparison of duties and responsibilities as well as labor market salary data.

This philosophy supports that County Government exists to provide certain necessary and
important services to the citizens of Forsyth County. In order to fulfill this responsibility,
the County must attract and retain competent and qualified employees dedicated to the
mission of providing high quality public service. This requires a pay plan that is
competitive, rewards employees based on performance, and is based on fiscal
accountability to the taxpayers of Forsyth County.

1.1
Principles of the compensation philosophy are:

1. The Compensation Plan will adhere to the Merit System Principles contained in
Section 2301 of Title 5 of the United States Code.

2. Employees will be paid in a fair and consistent manner relative to class
relationships, compensable factors, and based on the identified labor market.

3. The County will compensate its employees based on a competitive minimum
salary to attract and retain quality employees. An annual comparative labor
market analysis will be used to maintain salary competitiveness.

4. Pay for Performance will allow employees to earn increased compensation based
on performance rating.

5. The County will recognize the value of long-term commitment to the organization
by awarding longevity pay to employees who have seven or more years of
service.

6. The County will take into consideration the overall fiscal well-being of the
organization prior to making pay decisions on an individual and County-wide
basis in order to ensure resources and funds are used efficiently and effectively.
Annual funding of performance-based adjustments and longevity is subject to
action by the Board of County Commissioners.

2.0
Salary Administration Guidelines
The County’s compensation philosophy is to pay employees competitively for their
positions depending upon their qualifications, the job requirements and performance that
is standard or above. Human Resources will have the flexibility to make salary decisions
consistent with the following guidelines. Human Resources Consultants will serve as
consultants to departments and monitor selection/job offers for consistency.

In order to maintain the accuracy of the pay grade system, a benchmark salary survey will
be conducted annually. All job classes within Forsyth County’s salary structure for
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Labor Market purposes are defined as “Piedmont” or “Statewide.” Data analysis criteria
will follow industry accepted compensation data analysis policies and procedures
including but not limited to: comparison of average actual salaries, weighted averages
(when necessary), percentiles, mean, median, highest, lowest, and Market Index.

Special salary surveys may be conducted for extraordinary recruitment/retention
circumstances and may include surveying for national data and/or organizations not
identified as our Piedmont or Statewide market.

The salary schedule will consist of job class codes, job titles, minimum salary and
maximum salary ranges (Appendix “A”). The pay structure is based on job classes, each
with an assigned pay grade. Pay increases are based on a percentage of the employee
salaries.

2.1
Hiring New Employees
The hiring process will be based on open competition to ensure all receive equal
opportunity. New hires with comparable qualifications will receive comparable
compensation. The recommended hiring range is between the minimum and 15% above
the minimum for most classes. However, market drivers may vary the hiring range for
some positions. Each pay grade will have a specific hiring range in relationship to the
minimum salary. Special consideration will be given to internal equity when extending
job offers or negotiating starting salaries. Equity is defined as fair market pay for the job
performed considering the candidate’s qualifications in comparison to the requirements
for the job.

Human Resources Consultants must consult with the Human Resources Director prior to
making an offer above the specified minimum salary to ensure consistency and equity
throughout the organization.

2.2
Promotions
Promotions are job changes to positions with a higher pay grade. The County will take
into consideration internal equity. If employee receives a promotion, an increase will be
based on factors such as the difference between the minimum salaries, the two pay
grades, how much training is necessary and the salaries and comparable knowledge, skills
and abilities of other employees in the work unit and department. This decision is made
by the HR Director, but if above 15% of the minimum salary, by the County
Manager/Deputy Manager. The performance evaluation date changes to the effective
date of the promotion.

2.3
Laterals
Laterals are job changes to a different position within the same pay grade. Employees
transferring within a department or across departments into the same pay grade will not
receive a salary increase. The performance review date will not change.

2.4
Demotions
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Disciplinary demotion is an adverse personnel action resulting in a change in employee
wages to a lower pay grade. (lower by 2.5% of their current pay grade). Generally, it is
the result of a disciplinary action.

Voluntary demotion is a change in employment status resulting from an employee
application and a departmental reassignment to a position in a lower pay grade. This
change is the result of a mutual agreement between the employee and the County, or it
may be the result of an employee applying for and being selected for a position at the
lower pay grade.

If an employee has been promoted and is unsuccessful in the new role, through mutual
agreement, the county reserves the right to transfer an employee back to the original or
comparable position through a non-competitive process if a position is vacant.

The performance evaluation date changes to the effective date of the demotion.

An involuntary demotion that occurs as a result of a Reduction in Force will be handled
in accordance with the applicable policy. Refer to the Reduction in Force Policy on
FCNet.

2.5
Reclassification
Reclassifications result from significant changes in the duties and responsibilities of a
position. Typically, reclassifications will be the result of a Department Head requesting a
vacant position be utilized differently than its current class. To request reclassification of
a vacant position, Department Heads must submit in writing to the HR Director a
completed Position Action Form and an updated Position Description Questionnaire and
organizational chart. No reclassification requests will be considered without the
necessary documentation. County Human Resources Consultants and/or an external
consultant will study the reclassification request documentation and provide a
recommended action to the HR Director. Reclassifications are implemented only after
the approval of the HR Director and County Manager. Department Heads will be
notified via e-mail of reclassification decisions.
2.51
Reclassification decisions may be appealed in writing to the HR Director. Appeal
justification memos must be submitted within one calendar month of the decision notice
date and can only be submitted by the Department Head. Once the appeal is received, the
HR Director will determine whether or not the appeal is justified and warrants another
study. If an appeal is justified, the HR Director will assign the study to a different
Human Resources Consultant for another study of the position. After the HR Director
receives and reviews the second study, he or she will make a classification decision and
notify the Department Head via e-mail of the results after receiving approval from the
County Manager. If the Department Head is not satisfied with the decision of the appeal,
a second level appeal may be submitted to the County Manager. The County Manager
will review the information from the first and second study of the position and make a
final classification decision. The County Manager’s decision is final. Department Heads
will be notified of the County Manager’s final classification decision via e-mail.

2.52
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In extraordinary instances when the position is not vacant (Special Studies),
reclassification requests require the same documentation from Department Heads as for
vacant positions. The Human Resources Director is responsible for making a decision as
to whether or not to conduct the special study based on the justification reasons stated.
Reclassifications of non-vacant positions may result in individual pay increases for the
new class. Reclassifications are implemented only after the approval of the HR Director
and County Manager.

All Special Studies or extraordinary reclassification requests will be documented along
with corresponding conclusions and/or resolutions and placed in the position file.

The same appeal procedures stated above apply for non-vacant as well as vacant
positions.

3.0
Salary Progression
Consistent with the County’s philosophy of pay for performance, salaries increase based
on employee performance. Performance increases will be calculated on the employee’s
current salary.

4.0
Bilingual Premium
Departments with a proven business need for bilingual skills may identify positions to
function in this role. Employees in positions requiring proficiency in a second language
are eligible for a .65 increase in base pay not to exceed the maximum percentage of the
pay grade to which the position is assigned. Trainees who are eligible for the bilingual
premium may not receive the entire .65 if it results in the employee’s pay being at or
above the minimum salary for being fully qualified for the position. Bilingual Premium
will be subtracted from an employee’s salary prior to making an adjustment for an
increase or decrease in amount paid.

5.0
Pay for Performance Guidelines
The performance management system allows employees to earn additional compensation
based on achievement of performance expectations. Since performance varies from
employee to employee, the compensation program recognizes these differences by
rewarding employees at varying rates based on performance. Performance increases may
be awarded as a percentage of an employee’s current salary that is added to base pay or
may be paid as a lump sum. A lump sum is not added to base pay.

The amount of Pay for Performance is calculated on the employee’s current salary. All
full-time and part-time employees with benefits are eligible for salary increases based on
the annual performance appraisal. Trainees will be hired 10% below the minimum
starting salary and are eligible to progress to the minimum of the hiring range upon
completion of identified training/educational/experience requirements.

Please refer to the Employee Handbook for more details on the pay for performance
program.




















