
BOARD OF SUPERVISORS
BUDGET WORK SESSION MEETING OF MARCH 2, 2022 - 7:00 PM 

KING WILLIAM COUNTY ADMINISTRATION BUILDING 
KING WILLIAM, VIRGINIA

A G E N D A
1. Call to Order

2. Roll Call

3. Review and Adoption of Meeting Agenda

4. Budget Work Session Matters

a. Outside Organization Requests - FY22 vs. FY23

i. Pamunkey Regional Library Budget Presentation - Tom Shepley, Director

ii. Thrive Virginia Budget Presentation - Gillian Barney, CEO (Zoom)

iii. Arts Alive - Ellen Davis, Arts Alive Board President (Zoom)

b. Regional Animal Shelter Budget Presentation - Lauri Betts, Manager

c. Outside Consultants & Contractors Expenditures

d. Benefits Overview - Nita McInteer, Human Resources Manager

e. Annual Leave Payout - Nita McInteer, Human Resources Manager

f. Salary Comparisons by Position - Nita McInteer, Human Resources Manager

g. County Department Budget Presentations - Natasha Joranlien, Director of Financial Services 
Board of Supervisors
  County Admininstrator
  Financial Services
  Human Resources/Payroll
  Internal Services (Information Technology) 
  Fire & EMS
  Building Inspections
  General Properties
  Parks & Recreation Administration  
  Planning & Zoning
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BOARD OF SUPERVISORS AGENDA
BUDGET WORK SESSION MEETING OF MARCH 2, 2022 
Page 2

County of King William, Virginia

h. ARPA Budget Overview - Natasha Joranlien, Director of Financial Services

i. Tax Reduction Scenarios - Natasha Joranlien, Director of Financial Services

5. Board of Supervisors’ Requests

6. Adjourn or Recess

NOTES REGARDING AGENDA:
This agenda is tentative only and subject to change by the Board of Supervisors.

There is no Public Comment Period during Work Sessions.
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AGENDA ITEM 4.a.
Outside Organization Requests - FY22 vs. FY23
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AGENCY  FY21 ACTUAL 
 FY22 

Budget  FY23 REQUEST Notes
ARTS & CULTURE

Arts Alive 9,500                     9,500           9,500                            

 grant from VA Commission for Arts (4,500)                    (4,500)         (4,500)                           

Pamunkey Regional Library 444,597                444,597      593,168                        

KWC 10% of total funding of the library/Hanover 63%/King 
&Queen 4%/Goochland 10%/State Aid 9%/Reserve 2%/Other 
1%

Rappahannock Community College 8,808                     8,808           8,808                            
Upper King William Senior Citizens 
Center -                         -               2,000                            reopen next year 
Virginia Cooperative Extension 22,764                   41,936         41,936                          
Historical Society of West Point -                         -               10,000                          

CORRECTION & DETENTION
Legal Aid Works 5,440                     5,440           5,440                            

Middle Peninsula Juvenile Detention 
Center/Merrimac Center 26,864                   26,667         32,623                          

Based on KWC average use of the services for the previous 5 
years

Middle Peninsula Local Probation 
and Pre-trial Services 10,050                   19,200         23,100                          

Based on the FY2021 actual placements & utilization 
percentatge

Middle Peninsula Regional Security 
Center 924,401                1,041,969                        1,077,384 FY2021 KWC 24% inmate days Regionally/$87.08 per day

OTHER

Bay Aging 7,800                     7,880           7,880                            

Bay Transit -                         27,473         28,298                          3% increase due to rising cost of transportation

Bridges of Change Domestic Violence Shelter -                         -               5,000                            
new request to KWC/agency will be requesting $5k from 
Charles City &WP&NK/KQ will provide 3500

Middle Peninsula Regional Airport 30,000                   30,000         30,000                          

Thrive Virginia (Quin Rivers DBA 
Thrive VA) -                         -               5,000                            

.2% of agency's operating budget - Local Gov funding $1k TWP 
and $20 Charles City

VA Career Works Bay Consortium 
Service -                         -               4,287                            Population 17,148/.25 per capita

HEALTH

Middle Peninsula Northern Neck 
Community Service Board (CSB) 60,624                   60,624         60,624                          

Three Rivers Health District 140,000                140,000      158,224                        
increase due to the JLARC (medicaid) rate change done by the 
VA Gen Assembly Spring 2021

PLANNING &  COMM 
DEVELOPMENT

MPPDC Fee per member 19,900                   19,900         19,900                          
MPPDC General Assembly 2,857                     2,857           3,571                            

Three Rivers SWCD 5,000                     5,000           5,000                            

OUTSIDE AGENCIES FY2023 BUDGET REQUESTS

Outside Agencies FY23 Requests.xlsx summary Page1 of 2
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AGENCY  FY21 ACTUAL 
 FY22 

Budget  FY23 REQUEST Notes

OUTSIDE AGENCIES FY2023 BUDGET REQUESTS

SANITATION
Virginia Peninsula Public Services 
Authority (VPPSA)

TRANSFER STATION 466,089                479,790      559,920                        
CONVENIENCE SITES 180,288                191,975      226,958                        

Landfill Monitoring (Labella) 12,379                   39,149         28,240                          
Administrative Fees 11,796                   11,000         11,000                          

Disposal Charges 202,251                207,225      222,260                        
Drop Off Recycling -                         -               

Household Chemical Collections 2,400                     3,000           3,000                            
Vehicle Maint Facility commitment 26,120                   26,120         26,120                          

FIRE & RESCUE SERVICES

MEDFLIGHT Chesterfield County 400                        300              1,200                            
over the last 4 fiscal years - 15 missions KWC out of 2769 
regional - .60% of total missions

Peninsulas Emergency Medical 
Services (EMS) Council, Inc. 2,199                     2,227           2,746                            .16 per person (population 17,167)
Mangohick Volunteer Fire and 
Rescue 92,680                   92,680         94,977                          3% increase due to market increase of supplies and fuel

LODA 2,640                     3,480           
Walkerton Community Fire 
Association 39,320                   39,320         39,320                          
West Point Volunteer Fire and 
Rescue 273,840                273,840      327,800                        

new funding=community will be protected at the same level at 
night as in the day

LODA 5,280                     13,572         13,224                          

Virginia State Forestry Department 9,698                     9,698           9,698                             $.09/acre total privately owned forested acres in KWC 107,757 
3,041,486             3,280,727   3,693,706                    

Budget Requests\External\

Outside Agencies FY23 Requests.xlsx summary Page2 of 2
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AGENDA ITEM 4.a.iii.
Arts Alive - Ellen Davis, Arts Alive Board President 

(Zoom)
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On Stage 
Performance 

Series 

Children’s 
Summer 
Camps 

Scholarships 
Visual Art 

Workshops 
& Exhibits 

1 

Incorporated June 2003 
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On Stage Performance Series 

2 

We were excited to 
present 7 concerts 

during 2021-22! 
   

Featuring national talent 

Family variety entertainer 

Seals & Croft2 (family legacy) 

John Denver tribute band 

Holiday performance 2 were rescheduled 
performances from 
our 2019-20 season 

which were cancelled 
due to COVID 

Show tune extravaganza 

Sail On (Beach Boys tribute) 

3 Redneck Tenors 
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2022-2023 Performance Series Line Up 

3 

A great variety of 
affordable shows that will 

thrill audiences.  
 

Offering these 
performances close to 

home is especially valuable 
to a rural community.   

The Everly Set   

Hits of the ‘50s and ‘60s Rock-n-Roll era Tribute to The Everly Brothers 

Pop vocal trio High energy tribute to Jackie Wilson Memorable country songs & hilarious stories 

Divas 3  Hits & Grins Chester Gregory 
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4 

2021-22 season 
 388 season subscribers 

 

131 from King William  
County (34%) 

• We were unable to hold our 2020-21 on-stage season 
series due to COVID.  But the curtain went up in 
September for our 2021-22 season.   
 

• We are grateful for the continued support from our 
season subscribers even though many are still 
navigating their own personal risks during this 
uncertain time.   
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Summer Arts Camp – June 21-25  
Week-long camp with classes in visual arts, dance, theatre, and music. 
 

5 

• 105 campers – 38 were 
from King William 
County (36%)   
 

• Camp will be held again 
June 27-July 1, 2022 

Camp numbers were affected by COVID but it didn’t stop the fun! 
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Missoula Drama Camp– August 2-7 
Week-long camp filled with rehearsals and workshops culminating in 2 performances 

6 

 
• 51 campers performed Alice in 

Wonderland – 28 from King 
William County (54%). 
 

• Community involvement -  Over 
280 family & friends attended the 
performances. 
 

• Professional staff -  Paid actors 
from Missoula Children’s Theatre in 
Montana provided scripts, 
costumes, and expertise. 
 

• Camp will be held August 1-6, 2022 
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7 

Scholarships 

Arts Alive awarded the $1,000 Andy Conklin Visual Arts 
Scholarship to Magnolia Lang in May 2021. 
 
3 students were awarded $500 from the Dr. Shirley 
Carter Olsson Recurring Scholarship.   

Rafael Waters, performing arts Jillian Harrison , visual arts Annabelle Brame, visual arts 

Magnolia Lang, visual arts 
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Visual Art Workshops and Exhibitions 

9 Art workshops were offered in 2021 
• Accessible -  64 adults participated in  the 

workshops; most workshops were at capacity 
• Professional -  taught by Virginia Museum of 

Fine Arts educators and local artists 
• Affordable - $15 per workshop with few 

requiring additional supply fees 

Art Exhibitions returned in 2021  
• 7 exhibits which rotate with 

each performance. 
• Feature  local artists in all 

exhibits.  December featured 
artist was West Point resident 
Kay Lawson. 

• Arts Alive tried to incorporate 
an educational program with 
Ms. Lawson and students 
from West Point Elementary 
and Middle school to discuss 
her journey as an artist.  
Unfortunately, the event was 
cancelled due to weather.  
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Community Highlights 

9 

Knowing what a 
challenge the school 
year was in 2021, Arts 
Alive offered free 
tickets to our John 
Denver Tribute 
performance to school 
superintendents of 
each of our service 
areas to use as they 
saw fit. 

Arts Alive board members and volunteers collected 
supplies and recyclables for Cool Spring Primary art 
teacher to help with art class and for West Point 
Elementary art teacher to assist with STEAM 
experiences.  

Clyve Agcanas, a 15 year old who has participated in 
Arts Alive’s Missoula Children’s Theatre Drama 
Camp for a number of years, was selected to play 
the piano during  the Missoula camp performances 
in 2021.  Clyve was very excited about this paid 
opportunity. 

Many civic and school groups took advantage of the 
opportunity to provide refreshments during 
intermission where they keep all the proceeds as a 
fundraiser. 

We are working with King 
William Parks & Recreation 
to host the Virginia 
Museum of Fine Arts 
Artmobile in King William. 
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10 

Thank you 
 

King William County 
for your on-going support in 

 

Keeping the Arts Alive! 

 
 

Let us know how we can better serve and 
partner with King William County. 

Page 16 of 113



AGENDA ITEM 4.b.
Regional Animal Shelter Budget Presentation - Lauri 

Betts, Manager
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3/1/2022

1

WHY TNR IS THE 
BEST CHOICE…

TODAY’S TOPICS

•What is a community       
cat? 

• Understanding TNR 

• How humane deterrents               
work 

WHAT IS A 
COMMUNITY CAT?

• All the cats that live outside are 
community cats!! 

• There are varying levels of 
socialization

• Some are referred to as feral, 
barn cats, dock cats, outside 
cats, tom cats….

COMMUNITY CATS 
IN THE SHELTER…

• They do not belong in the 
shelter

• Should you try to socialize? 

• What about friendly cats?

WHY TRAPPING AND 
EUTHANIZING 
DOESN’T WORK 
(If it worked, we would not 
be discussing it….)

Inhumane

Not efficient

No volunteers

Costly

Dangerous

WHAT IS TNR? 

• Trap‐ Neuter‐Return
A cat is spayed/neutered, 
vaccinated, ear‐tipped, and 
returned to their outdoor 
home. 

1 2

3 4

5 6
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3/1/2022

2

THE COST OF 
EUTHANASIA

• Housing

• Feeding

• Medicating

$104.84

WHY ARE 
COMMUNITIES 
EMBRACING TNR? 

It’s good practice

The public will support 
you

It addresses nuisance 
complaints

Saves taxpayer money

THE COST OF TNR

• Spay or Neuter

• Left ear tip

• Rabies Vaccine

• Health check by Veterinarian and staff

$50.00

TNR MAKES A 
DIFFERENCE

ARLINGTON COUNTY VA

2009 2015

Nuisance cat complaints

913 47

Total cat intake

1276 884

Population 224,000

26 square miles

BEST PRACTICES FOR 
COLONY CARE

• Keep the area clean

• Be inconspicuous 

• Do not use paper products

• Provide outdoor litter boxes

• Give the cats somewhere to feel safe

• Set up a feeding schedule

• Communicate with your neighbors

HUMANE 
DETERRENTS

7 8

9 10

11 12
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3/1/2022

3

QUESTIONS OR COMMENTS? 

13
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AGENDA ITEM 4.c.
Outside Consultants & Contractors Expenditures
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Contractor FY22 FY23 Description
Bolton $3,640.00 3,640.00$       OPEB Actuarial 
Bowman $33,668.25 50,000.00$    Planning- Plan Review-as needed
Code Blue $55,248.57 45,000.00$    Help Desk and Anit Virus, Patch Mang. And Updates
Cornerstone $15,000.00 15,000.00$    EMS Billing-7.5% of collections
Edmunds $14,912.00 15,657.00$    Annual Software Fees
Erway Consulting $2,200.00 2,400.00$       Cost Allocation Plan
Fire and Life Safety America Inc $4,830.00 5,000.00$       PMs on fire alarms & fire extinguishers
H&D Lawn Care $29,820.00 30,000.00$    Lawn Maintenance for Administration & Courthouse
Hill Studio $53,100.00 -$                Comp Plan
Melissa Anderson $7,380.00 7,500.00$       Marketing
Pearsons Appraisal $97,979.33 $215,536.67 Reassesment
Quality CCTV $312.00 312.00$          Security Monitoring for panic Buttons in Admin Building
Richmond Telecom $10,000.00 10,000.00$    Annual Maint on Phone System
Robert Half $33,960.22 -$                Treasurer's Temp Employee
Robinson Farmer and Cox $59,500.00 59,150.00$    Annual audit service
Sands Anderson $80,440.18 200,000.00$  County Attorney
Southern Air $67,000.00 50,000.00$    HVAC repair & maintenance
Standby Systems $1,140.00 1,140.00$       PMs on Generator
Taxing Authority $10,153.37 Treasurer office collection of deliquent/Title Examinations
Timmons $5,775.00 GIS/IT Consulting
Tru Power $5,770.28 6,000.00$       PMs on UPS units and Admin Building

SUMMARY
CONSULTANTS & CONTRACTORS
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AGENDA ITEM 4.d.
Benefits Overview - Nita McInteer, Human 

Resources Manager
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BOARD OF SUPERVISORS 

William L. Hodges, First District 
Travis J. Moskalski, Second District 

Stephen K. Greenwood, Third District 
C. Stewart Garber, Jr., Fourth District 

Edwin H. Moren, Jr., Fifth District 
 

180 Horse Landing Road #4 • King William, VA  23086 
(804) 769-4968 • nmcinteer@kingwilliamcounty.us 

Nita F. McInteer 
Human Resources Manager 

MEMORANDUM 
DATE: March 2, 2022 

TO: King William County Board of Supervisors 

FROM: Nita F. McInteer, Human Resources Manager 

SUBJECT: Annual Benefit Costs 

 

 

I would like to summarize the expected costs for FY23 for the recurring benefits provided to employees. 

 

• Anthem rates have been received for FY23 and will be decreasing overall by 1%.  I will not have the 

employer vs employee split until mid-March. 

• Line of Duty Act (LODA) rates for all hazardous duty positions decreased by $40.71 per person for FY 23 & 

FY24. 

• The group life insurance rates, projected by VRS, are awaiting approval by the General Assembly.  The 

proposed new rate for group life is decreasing from 1.34% to 1.19%. 

• The short-term disability rate with VRS for Hybrid employees is increasing from .83% to .85% 

• We will not receive our VRS contribution rates until April when VRS has completed our new actuarial 

studies.  Indications from VRS are that the rates will change by less than 1%.   

• VRSA, our insurance provider is estimating an overall increase of 6% for FY23 based on increased property 

and vehicle costs as well as rising cyber insurance rates. 

• The short-term and long-term disability insurance through Madison National Life for our VRS Plan 1, Plan 2, 

and hHazardous Duty employees will remain unchanged at $1.96 per month per employee for short-term 

disability and $0.42 per $100 per month covered payroll. 
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AGENDA ITEM 4.e.
Annual Leave Payout - Nita McInteer, Human 

Resources Manager
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BOARD OF SUPERVISORS 

William L. Hodges, First District 
Travis J. Moskalski, Second District 

Stephen K. Greenwood, Third District 
C. Stewart Garber, Jr., Fourth District 

Edwin H. Moren, Jr., Fifth District 
 

180 Horse Landing Road #4 • King William, VA  23086 
(804) 769-4968 • nmcinteer@kingwilliamcounty.us 

Nita F. McInteer 
Human Resources Manager 

MEMORANDUM 
DATE: March 2, 2022 

TO: King William County Board of Supervisors 

FROM: Nita F. McInteer, Human Resources Manager 

SUBJECT: Revision to Annual Leave Policy Section 5-2 in the Employee Policies and Procedures Manual 

 

REQUEST FOR ACTION 

 

• The staff present to you a recommendation to revise the Employee Policies and Procedures Manual, 

Section 5-3 to include a provision for any active employee who has at least one hundred (100) hours of 

accrued annual leave and has used at least forty (40) hours of annual leave in the previous twelve (12) 

months; be allowed to request a payout of forty (4) hours of annual leave per fiscal year. 

 

ATTACHMENTS 

 

• Addendum to Section 5-2 Annual Leave 
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Section 5-2 Annual Leave 

d. The County will allow employees who have a minimum of one hundred (100) hours accrued 

annual leave to request a payout of up to forty (40) hours of annual leave per fiscal year. Payout shall be 

subject to departmental budgetary restrictions. 

Employees must submit an annual leave payout request to his/her Department Head at least 

one month prior to desired payout. Upon approval of both the Department Head and County 

Administrator, and receipt of the documentation in the Human Resources office at least two weeks prior 

to the desired pay date, employees requesting such payout will receive compensation during the first 

pay period of the month following their request. The County Administrator, at his/her discretion, shall 

designate the month for payout and so notify employees of the designated month. Employees shall only 

receive payout for time accrued prior to request. Employee is eligible for payout only if the employee 

has taken a minimum of forty (40) hours of paid annual leave within the prior twelve-month period. In 

accordance with FLSA, this benefit is a matter of agreement between the County and the employee. 
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AGENDA ITEM 4.f.
Salary Comparisons by Position - Nita McInteer, 

Human Resources Manager
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BOARD OF SUPERVISORS 

William L. Hodges, First District 
Travis J. Moskalski, Second District 

Stephen K. Greenwood, Third District 
C. Stewart Garber, Jr., Fourth District 

Edwin H. Moren, Jr., Fifth District 
 

180 Horse Landing Road #4 • King William, VA  23086 
(804) 769-4968 • nmcinteer@kingwilliamcounty.us 

Nita F. McInteer 
Human Resources Manager 

 

DATE: March 2, 2022 

TO: King William County Board of Supervisors 

FROM: Nita F. McInteer, Human Resources Manager 

SUBJECT: Pay Band and Salary Requests from Commissioner and Treasurer 

 

The Board of Supervisors requested at the February 22 meeting, to see a comparison of the Commissioner of the 

Revenue and Treasurer’s staff with other positions within the County.  In February 2020 the Board of Supervisors 

passed the current Compensation and Classification study listing all position categories and their corresponding pay 

bands.  The Compensation Study was completed to alleviate compression issues for the long serving employees in 

the County as well as address the increasing market value for first responder positions.  Within the study there is a 

comparison of pay bands and salaries for comparable positions in neighboring counties.  A copy of the study is 

attached for reference.  A summary of the positions in the Commissioner and Treasurer’s offices are below. 

 

Position Grade Scale Current Salary Years 

     

Chief Deputy Commissioner N14 $40,772 - $65,235 $42,811.00 27 

Deputy Commissioner I N10 $32,995 - $51,672 $36,225.00 2 

Deputy Commissioner I N10 $32,995 - $51,672 $34,500.00 > 1 

     

Deputy Treasurer N10 $32,995 - $51,672 $36,225.00 2 

Deputy Treasurer N10 $32,995 - $51,672 $39,330.00 3 

Deputy Treasurer N10 $32,995 - $51,672 $34,500.00 > 1 
 

The 2020 Compensation and Classification Study, elevated the Chief Deputy Commissioner to a higher pay band.  

The Chief Deputy Commissioner received a $2,100 salary increase to meet the minimum of the new pay band, 

relieving the compression of her position in the previous pay band.   
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Page 2 

 

 

The Board also requested the number of employees who have over 20 years of service with the County.  There are 7 

employees and 1 elected official who have over 20 years of service with the County.  There are 4 employees in the 

Sheriff’s Office, 1 in the Building Department, 1 in the Commissioner’s office, and 1 in VJCCCA.   

 

The employees who received an increase due to the new pay bands addressing compression and market values for 

their positions are listed on page 12 of the study.  At the time of the study twenty-six (26) employees received a total 

of $54,080 in base salary funds to bring them to the minimum of their new salary scale.  

 

ATTACHMENTS 

 

• 2020 Compensation and Classification Plan 
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King William County 
Classification and 

Compensation Review 
 

February 2020 
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Vision Statement 
 

King William County envisions a united community  
built on the foundations of its past, 

the strength of its diverse population  
and the promise of the future generations  

by focusing on quality of education for all citizens,  
quality of public services and quality of life, 

balancing rural and suburban life styles. 
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1. Summary and Introduction 
 
In August 2019, the County Administrator created a work group to review the 
existing County Classification and Compensation system and to begin the 
process of updating where needed.    The end goal was to bring vetted 
recommendations to the Board of Supervisors as part of the FY2021 budget 
process.  The work group included the County Administrator, Director of 
Financial Services, Human Resources Manager and the Executive Assistant – 
Deputy Clerk.  The groups goal was to perform a comprehensive review of 
components that affect the County’s compensation program, such as those listed 
below;  
 
• Review of the current compensation structure,  
• Reassess the County’s compensation philosophy,  
• Determine the regional market competitiveness of County salaries,  
• Assess the internal equity of salaries paid to comparable County positions,  
• Strive to ensure the integrity of the ongoing administration of the 

compensation system. 
 
While the County has continued to work within the compensation system 
adopted by the Board in 2016 (Resolution 15-19), see Appendix B, some 
situations have developed that prompted the compensation review and the desire 
to implement an up-to-date compensation system. Difficulty in recruiting and 
hiring new employees in certain departments, candidate pools lacking the skill 
sets required for some of the positions being recruited, and employee turnover 
in certain positions are all indications that the County’s compensation program 
needs to be updated to be more competitive within the regional market.  
 
A classification and compensation system provides the framework for 
determining how employees will be paid. As a general rule, most organizations 
conduct new and comprehensive classification and compensation studies every 
five (5) to seven (7) years ensuring their ability to hire and retain qualified 
employees and maintain equitable internal relationships.  Due to the costs 
associated with such a study and the internal goal to incorporate the changes 
into the FY2021 budget cycle the decision was made to perform the review 
internally. 
 
Organizations should expect some employee turnover, typically in the 5% to 
10% range annually, but when it becomes excessive, turnover has a serious 
impact on the organization’s overall effectiveness.  Turnover ratios for the 
County were 9.75% in 2018 and 12.35% in 2019.  Examples of some of the 
costs associated with turnover include staff time spent in the selection process 
and time spent by existing employees covering the void. Perhaps even more 
significant, is the loss of knowledge and expertise. These are some of the hidden 
and non-quantifiable costs associated with turnover. There is also a substantial 
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cost for turnover that comes with training of new employees. Examples of these 
costs are reflected in estimated costs for training and equipping law enforcement 
officers which, based upon documentation we have received from the Sheriff’s 
Office, can range from $5,000 to $7,000 per law enforcement officer. In other 
departments such as Planning and Building where extensive certifications are 
required to fulfill the position responsibilities this can equate up to $10,000 per 
employee.  The majority of turnover within the County’s personnel has been 
related to retirements and terminations.  Key departments where turnover has 
been related to compensation has been in the Planning and Zoning and Sheriff’s 
Offices. 
 
The review of the classification and compensation system also enables an 
organization to account for changes in technology, changes in required licenses 
and/or certifications to fulfill the position, changes in work processes, tools and 
equipment, and other factors that can affect job responsibilities. Changes in job 
requirements, such as addition of new programs or assumption of duties for a 
vacated position, sometimes results in a new pay grade assignment. In order to 
properly maintain the compensation system, an ongoing process is needed to 
review job responsibilities and job class assignment to pay grades to ensure jobs 
are properly compensated. 
 
The following information documents the findings from the work group of the 
existing classification and compensation system and the methodology used to 
update the system. The review was conducted with extensive participation from 
the County staff. Staff provided input through an e-survey (Appendix C) to 
collect detailed information pertaining to their job functions and responsibility 
levels.  The work group utilized the survey results and formal job descriptions 
to review the level of education, experience, expertise, software knowledge 
requirements, license and certification requirements, and level of responsibility 
for each position.  The work group then re-evaluated the pay grade, reclassified 
the existing positions within grade and categories and compared the information 
to localities that we generally compete with for employees.  Department Heads 
were involved throughout the project.  They reviewed and commented on the e-
survey responses submitted by their staff prior to submittal to the work group.  
Department Heads also were included in final review of the placement of their 
departmental positions within the proposed system prior to presenting to the 
Board of Supervisors. 
 
The review also relied upon the County’s compensation philosophy, which is 
to: 
 
• Provide fair and equitable compensation to employees in a competitive and 

changing labor market, 
• Maintain a competitive pay structure that takes into consideration the 

County’s fiscal resources, 
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• Ensure that employee compensation is based on individual performance that 
meets or exceeds expectations and reflects changing economic conditions, 
and 

• Provide consistent administration of pay policies and procedures among all 
County departments. 

 
Major findings of the review process can be summarized as follows: 
 
Salaries paid to some County employees are significantly lower than the average 
salary rates paid in comparable regional organizations. (Appendix D) Because 
these salaries are below average market rates for the region, the County has 
experienced difficulty hiring and retaining employees in certain positions. 
Because the County is competing with counties such as New Kent, Hanover, 
York and Caroline and other locations such as Richmond and Williamsburg who 
offer higher salaries, King William County must offer competitive salaries that 
bring us qualified personnel.  The County also has experienced turnover or had 
difficulty filling vacancies in positions that are paid at a higher rate by 
comparable organizations with which the County competes for employees. 
Notably, in King William County, concerns exist over difficulty recruiting for 
several key positions, including critical public safety personnel (law 
enforcement and fire rescue) and technical positions such as environmental and 
Geographic Information System (GIS). 
 
Internal pay relationship inequities exist within the County. Positions that 
require similar minimum qualifications and have comparable responsibilities 
should be compensated at comparable levels. We evaluated each County 
classification against standard criteria. Each job class was assigned to a pay 
grade that reflected its internal relationship to other County positions thereby 
ensuring equitable pay relationships. (Appendix E) 
 
Pay compression issues exist within the County as they do in most localities. 
The County has taken action in the past 18 months to begin to address the 
compression issues within the Sheriff’s Office.  These actions have greatly 
improved the situation.  Pay compression continues to be and will continue to 
be an issue that will need to be assessed as new hires are brought into the system 
at the higher rates.  
 
The work group recommends a market-based compensation plan that will bring 
employees currently under the proposed minimum grade range to be 
compensated to the minimum of the grade.  This adjustment would impact 
twenty-six (26) employees.  There are no additional adjustments recommended 
at this time due to the County implementing an annual merit-based system as 
well as specific departments implementing a step procedure for training and 
certificate accomplishments.  In addition, specific positions were updated to 
allow for upward mobility within the department by classifying positions at 
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different grade levels; i.e. Deputy I, Deputy II, Deputy III, and Deputy IV. 
 
2. Methodology 
 
The work group used the following methodology in reviewing the compensation 
system for King William County. 
 
Review current policies and procedures relating to the County’s existing pay 
practices, collect all available data on programs and materials currently in use, 
and identify apparent strengths and weaknesses in the existing compensation 
system.  
 
1. The County initiated and completed the exercise of updating existing job 
descriptions in November 2018 in preparation for the first annual performance 
review scheduled for February 2019.  In addition, the work group reviewed 
current payroll information and compensation policies, personnel policies and 
list of positions identified by title, current grade, and current salary. 
 
2. County positions were evaluated with regard to the internal relationships 
of positions within the County departments to determine if they were equitable. 
Positions were evaluated based on information provided in the County’s current 
classification descriptions. 
 
3. Utilizing the salary data, each position was assigned to an appropriate 
salary grade in the County’s compensation plan. 
 
4. The work group incorporated County staff’s input through the e-survey 
with final review of the employee’s survey information made by the department 
head.  In addition, upon classification revisions the work group met with each 
department head to review and receive comments on their recommendations. That 
input was further considered, leading to the current proposal. 
 
5. Guidelines for implementation and ongoing administration of the 
compensation system were developed. These guidelines provide for annual 
adjustments to the salary schedule ensuring that the County’s pay scales stay 
current with changing economic and market conditions. The guidelines also 
provide for annual salary adjustments for employees based on employee 
performance that meets or exceeds job expectations. Guidelines also included step 
adjustments for achieving specific goals.  A recommended implementation option 
and the estimated costs are provided as part of this review. 
 
3. Findings and Recommendations 
 
Developing a classification and compensation system involved the analysis of 
substantial quantities of data collected from comparable localities (Hanover, 
New Kent, Caroline and York Counties) and compared with King William 
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County data. (Appendix D) Using this information, the work group developed a 
compensation system for King William County, which is described below. 
 
A. Evaluation of the Current Compensation System 
Review of the compensation data indicated that a number of employees of the 
County are under-compensated in relation to other comparable regional 
organizations. Other findings indicate a wage problem demonstrated by: 
 
• Some departments experiencing some difficulty hiring new personnel in 

certain positions due to limited applicant pools and low starting salaries. 
• Job classes with comparable responsibilities requiring comparable 

education and experience that are assigned to different pay ranges resulting 
in significant pay differences. 

 
B. Compensation Philosophy 
Without a compensation philosophy, compensation decisions tend to be viewed 
from a short-term standpoint apart from the organization’s overall goals.  Market 
competitiveness and internal equity are among the most important areas 
addressed in a pay philosophy. In addition, movement of positions through the 
pay grades is an important topic for consideration. An organization’s desired 
market position involves defining the market and identifying where the 
organization wants to be positioned. Market position should balance what it takes 
to attract new employees and to retain skilled employees (in other words, 
eliminating higher pay as the reason employees leave the organization) within the 
organization’s financial resources. Internal equity expresses an organization’s 
desire to provide comparable pay to job classes with comparable duties and 
responsibilities. 
 
As part of this review, these concepts in the adoption of a formal compensation 
philosophy are being recommended: 
 
• Provide fair and equitable rates of pay to employees 
• Develop a system of pay grades that state the minimum and maximum rates 

that the County will pay individuals within a job class and identify the 
midpoint of the range as the “market” rate 

• Define the County’s market area based on the nature of the job class 
requirements and the availability of potential candidates locally and 
regionally 

• Establish rates of pay that allow the County to compete successfully for new 
employees within its market area 

• Establish a market position that is fiscally responsible with public resources 
• Ensure that pay rates for employees are based on individual performance 

that meets or exceeds expectations and reflects changing economic 
conditions 

• Develop pay administration policies and procedures that ensure their 
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consistent application between departments 
• Ensure the compensation program is understandable to employees, 

managers, the Board of Supervisors, and the public 
 
C. Evaluating Job Classes 
One of the purposes of the review was to evaluate the level of compensation for 
employees. The County’s existing class descriptions were utilized to develop 
salary standards, evaluate, rate, and rank jobs to establish internal class 
relationships. 
 
In addition, all positions were evaluated in accordance with market data and the 
recommended salary schedule. The work groups analysis resulted in 
recommended changes to positions and their grades, with the goal of achieving 
grade parity for similar positions and to meet the market established rates of pay 
for comparable positions.  As indicated earlier, of the salaries of the 107 positions 
included in the study, 26 (24.3%) ended up below the grade needed to equalize 
them with the market, while 80 (74.8%) were within range with one (.9%) above 
the maximum.   
 
The factors considered in determining the relative value of classifications 
included: 
 
D. Complexity of Work 
• Scope and Range – Measures the breadth and variety of employee’s 

assignments.  Describes the outcomes of the work in terms of the range of its 
effects, the benefit or harm to citizens, the gain or loss of resources, and the 
good will created. 

• Knowledge, Skills and Accomplishments – Measures the level of information, 
experience, and qualifications needed by the incumbent in order to perform the 
assigned duties. 

• Personal Contact – Measures human interactions within and/or outside of the 
organization in terms of both frequency and the depth of information 
exchanged. 

 

E. Accountability 
• Leadership – Measures the level of control over resources such as people, 

functions, facilities, and budget. 
• Judgement and Decision-making – Measures the type and kind of decision,  

the finality of decision and actions taken. 
• Independence of Action – Measures the latitude or freedom of action. 
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F. Results 
• Impact of Actions – Measures the range of people, things, and organizations 

directly affected. 
• Effect of Services – Measures the extent to which decisions and work products 

affect the level of service, quality of work, welfare of constituents, the 
origination’s image, and cost of operations. 

• Consequences of Errors – Measures the potential costs of mistakes in terms of 
financial and human costs, efficiency, morale, physical maintenance, and 
image. 

  

G. Developing a Salary Schedule 
The process used by the work group to develop a salary schedule came 
substantially from market data obtained through contacting competing localities 
as well as research on pay grades and pay plans on the internet. The information 
was obtained by researching other comparable employers within the County’s 
defined market area; that is, who does the locality compete with for employees 
when vacancies occur?  
 
H. Designing the Salary Schedule  
King William County currently has one pay plan. The plan has forty (40) grades 
with a minimum, midpoint and maximum for the grade. The distance between 
pay grades in the current pay plan ranges between 3.81% to 12.55%. The range 
spread is 40%. In order to maintain competitiveness with the regional labor 
market, a new salary schedule was developed. The County’s proposed pay plan 
maintains the current open plan structure reducing the 40 pay grades down to 
27 that are 6% apart with a grade range of 60%. (Appendix F) 
 
The work group made the decision to separate Law Enforcement and Fire and 
Emergency Medical Services classifications from those listed above.  Two 
separate pay plans were developed specific to law enforcement and fire and 
rescue.  Fire and Emergency Medical Services personnel are subject to working 
212 hours in any given 28-day cycle. The pay structure contains six (6) grades 
developed to address Fire and Emergency Medical Services pay structure. Those 
structures maintain similar range spreads (60%) and grade separation ranging 
from 4.71% to 27.83%.  This range spread is dramatic due to the Chief of Fire 
and Emergency Medical Services position being included in the structure. 
 
Law Enforcement positions such as Deputies, Senior Deputies, Sergeants, 
Investigators, Lieutenants, Captain, Dispatchers, Dispatcher Supervisors and 
Chief Dispatcher were designated separately from Fire and Emergency Medical 
Services personnel.  The law enforcement structure contains ten (10) grades. 
These structures maintain similar range spreads (60%) and grade separation 
ranging from 4.71 to 13.86%.  This range spread is not as dramatic as the Fire 
and Emergency Medical Services plan due to the Sheriff’s position 
(Constitutional Officer) being excluded.  This pay plan is designed for Law 
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Enforcement workers who are subject to working 12-hour workdays or up to 
171 hours per 28-day cycle.  Dispatchers were included within this pay structure 
due to working typically 10-hours work days or 40 hours per week with 
alternating schedules. 
 
The work group assigned each position to the appropriate salary grade in the 
FY2021 salary schedule. The List of Classes and Assignment to Salary Grade 
is shown in Appendix E. 
 
4. Implementing the Recommended Salary Plan 
 
To estimate implementation costs, the work group reviewed the most recent 
employee salaries for all departments and calculated the level of implementation 
which best resolves issues of concern. 
 
Of the 107 employees (full-time) the implementation of the new pay and 
classification system would require $54,080 in additional base salary funds 
effective July 1, 2020 (FY2021).   
• Twenty-six (26) employees would be brought to the minimum of the new 

minimum compensation classification for a total of $54,080 
• Of the twenty-six (26) employees impacted; fourteen (14) are employed 

with the Sheriff’s Office, five (5) are employed in the Fire and Emergency 
Medical Services Department, two (2) at the Regional Animal Shelter and 
one (1) respectively in each of the following offices; Commonwealth’s 
Attorney Office, County Administration, Treasurer, Commissioner of 
Revenue and Facilities.  
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The impacted positions are: 

DEPARTMENT ADJUSTMENT 
AMOUNT 

JUSTIFICATION 

   
Administration $872.00 Minimum 
Commissioner of the Revenue $2,107.00 Minimum 
Commonwealth’s Attorney $4,010.00 Minimum 
Facilities $4,322.00 Minimum 
Fire & EMS $1,147.00 Minimum 
Fire & EMS $2,288.00 Minimum 
Fire & EMS $2,288.00 Minimum 
Fire & EMS $670.00 Minimum 
Fire & EMS $722.00 Minimum 
Regional Animal Shelter $81.00 Minimum 
Regional Animal Shelter $4,434.00 Minimum 
Sheriff’s Office $3,076.00 Minimum 
Sheriff’s Office $3,076.00 Minimum 
Sheriff’s Office $2,682.00 Minimum 
Sheriff’s Office $3,076.00 Minimum 
Sheriff’s Office $3,639.00 Minimum 
Sheriff’s Office $3,076.00 Minimum 
Sheriff’s Office $2,485.00 Minimum 
Sheriff’s Office $1,204.00 Minimum 
Sheriff’s Office $2,259.00 Minimum 
Sheriff’s Office $26.00 Minimum 
Sheriff’s Office $1,321.00 Minimum 
Sheriff’s Office $930.00 Minimum 
Sheriff’s Office $2,163.00 Minimum 
Sheriff’s Office $515.00 Minimum 
Treasurer’s Office $1,611.00 Minimum 
TOTAL $54,080  

 

The recommended compensation will be effective when and how it is designated 
by the County. The implementation option provided in this report contains the 
full annualized cost for implementation. Implementation will address internal 
equity by making sure that no employee is paid below the minimum rate of their 
assigned salary grade.  
 
5. Administration 

 
After implementation of the recommendations are achieved, it is recommended the County 
develop and maintain administrative procedures that provide for annual market analyses and 
salary adjustments based on market and economic conditions, the County’s ability to pay 
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and adjustments that recognize individual performance. Increases in compensation are 
typically provided by the following means: 

Base adjustments. It would be necessary for the County to adjust the salary schedule and 
grades based on market adjustments and other factors such as the ability to recruit new, 
highly skilled employees in a growingly competitive market place. A tool the County may 
wish to consider is basing its adjustment on the Consumer Price Index (CPI).  

Performance adjustments and progressing through the salary ranges. Employees typically 
move through their salary grade at a more rapid pace early in their career as opposed to the 
latter stages of their employment with an organization. This occurs because employees are 
typically hired by an organization at the minimum or near the minimum of their pay grade 
because they lack certain knowledge, skills, and abilities that an employee who has been 
with an organization for eight (8) to ten (10) years may have obtained through training and 
immersion in the work force and community. Consequently, the mid-point of an employee’s 
salary range is recognized as the ‘market rate’ at which employees have gained the 
knowledge, skills and abilities to perform at a level commensurate with those of their more 
experienced peers.  

As noted, an employees’ progression through the pay grade should be based on individual 
performance. Supervisors can recognize an employee’s contribution to department and 
organizational goals through performance adjustments. With the ability to recommend 
performance adjustments, supervisors will have an important role in linking pay and 
performance. 

6. Review of Fringe Benefits 
 

King William offers competitive leave and benefits packages comparable to competing 
localities.  The leave adjustments approved by the Board of Supervisors in 2018 brought 
the County more in line with competing localities benefits packages. 

Holiday Leave: 

Holiday leave varied from twelve (12) days per year to fourteen (14) days per year, with an 
average of thirteen (13) days of holiday leave in line with competing counties. King William 
County, at 14 days per year (2020) was at the high end. 

Paid Leave: 

King William County is above average for annual leave earnings.  Employees accrue the 
following rates.  Employees hired before January 1, 2016 who were earning accruals at a 
higher rate than shown below continue to earn at that level until they reach the next category 
and at that point, they will receive annual leave in accordance with the schedule below.  The 
County also allows a maximum number of hours to be carried forward each fiscal year if 
unused. 
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FULL-TIME ANNUAL LEAVE SCHEDULE 

Years of Service Hours Earned Per 
Month 

Hours Earned Per 
Year 

Carry Over Limit 

Less than 5 years 8 96 192 
5 but less than 10 10 120 240 
10 but less than 15 12 144 288 
15 but less than 25 14 168 336 
25 and Over 16 192 384 

 

FULL-TIME ANNUAL LEAVE SCHEDULE – FIRE AND EMERGENCY 

Years of Service Hours Earned Per 
Month 

Hours Earned Per 
Year 

Carry Over Limit 

Less than 5 years 11.2 134.4 268.8 
5 but less than 10 13.2 158.4 316.8 
10 but less than 15 15.2 182.4 364.8 
15 but less than 25 17.2 206.4 412.8 
25 and Over 19.2 230.4 460.8 

 

FULL-TIME ANNUAL LEAVE SCHEDULE – LAW ENFORCEMENT 

Years of Service Hours Earned Per 
Month 

Hours Earned Per 
Year 

Carry Over Limit 

Less than 5 years 12 144 288 
5 but less than 10 14 168 336 
10 but less than 15 16 192 384 
15 but less than 25 18 216 432 
25 and Over 20 240 480 

 

FULL-TIME ANNUAL LEAVE ACCRUAL SCHEDULE - DISPATCHERS 

Years of Service Hours Earned Per 
Month 

Hours Earned Per 
Year 

Carry Over Limit 

Less than 5 years 10 120 240 
5 but less than 10 12 144 288 
10 but less than 15 14 168 336 
15 but less than 25 16 192 384 
25 and Over 18 216 432 

 

Annual Sick Leave: 

A breakdown of sick leave allowances is shown below. 
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Annual sick leave is accrued at 8 hours per month.  Currently, the County allows sick leave accrual 
without limit to be carried forward from year to year.  If an employee terminates on good terms with 
the County, they are eligible after 5 years tenure with the County to receive payout for accrued sick 
leave.   

FULL-TIME ANNUAL SICK LEAVE 

Years of Service Hours Earned 
Per Month 

Hours Earned 
Per Year 

Carry Over 
Limit 

Pay Out 

Less than 5 years 8 96 Unlimited Zero 
5 but less than 10 12 144 Unlimited $2.00 Per 

Hour 
10 but less than 
15 

14 168 Unlimited $3.00 Per 
Hour 

15 but less than 
20 

16 192 Unlimited $4.00 Per 
Hour 

20 and Over 18 216 Unlimited $5.00 Per 
Hour 

 

Other Sources of Leave: 

The County also offers other forms of leave such as Leave of Absence Without Pay, 
Discretionary Leave, Funeral Leave, Military Leave, Court Leave, Administrative Leave, 
Volunteer Fire and Rescue Leave, Emergency Conditions Leave and Family and Medical 
Leave. 

Medical Coverage Plans – The County offers two health plans through Anthem’s Local 
Choice program.  The plans offered are either a $250 or $500 deductible.  The employee 
pays a percentage of the monthly premium while the County supplements the remaining 
amount.  The Anthem plans include not just medical costs, but also vision screenings and 
benefits as well as dental coverage with Delta Dental.  The dental coverage includes a $25 
deductible per member per year.  Anthem also participates with Live Health Online, which 
allows you to see a doctor over the camera in your phone or computer so you so don’t have 
to go to the doctor’s office for basic symptoms or determining if you need to seek more 
urgent care.  Anthem also includes their Employee Assistance Plan (EAP) in the health 
coverage.  This allows the employees up to four (4) free visits with a mental health 
provider, financial advisor, or legal assistance.  They also offer assistance in cessation of 
use of tobacco products.   

Life and Accident Insurance – All employees have life insurance paid by the County with 
VRS for the amount of twice their salary.  If employees wish to purchase additional life 
insurance, a payroll deduction is offered for participation in a Group Life plan through 
Minnesota Life.  This is benefit is 100% employee paid.   

Short-Term and Long-Term Disability – The County provides short-term disability 
coverage to all employees for up to 60% of their income while on short-term disability.  
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Employees enrolled in the Hybrid Plan with VRS are eligible for long term disability 
through VRS.  Employees enrolled in Plans 1 and 2 with VRS are not covered by any long-
term disability insurance.   

Deferred Compensation – The County offers payroll deduction for additional retirement 
savings in 457 plans with Nationwide and Valic.  These are 100% employee paid and no 
County contribution is made.   

Life and Accident Insurance - While the County provides for this, it pays none of the 
expenses, leaving it a bit apart from group norms. These coverages are relatively inexpensive 
and are family-friendly, making them a nice benefit to offer and if needed by families, very 
nice to have. 

Flexible Spending Plan – The County provides flexible spending accounts for employees 
to deduct up to $2,700 per year pre-tax for medical, dental, and vision care.  Employees 
can also deduct up to $5,000 per year pre-tax for childcare.   

AFLAC Plans – The County offers payroll deduction for 100% employee paid plans with 
AFLAC.  The plans offered are: Short-term Disability (in addition to the County provided 
coverage), Accident Insurance, Cancer Insurance, Critical Care, and Hospital insurance.  
These plans are portable, so even when employees leave, they can continue paying their 
own premiums at the same rate the County employees pay. 

Personal Property and Real Estate Taxes – County residents who are employed by the 
County may elect a pre-tax payroll deduction for a monthly amount to be deposited into an 
account with the Treasurer’s office and applied to their personal property or real estate tax 
bills which are due in December.   

Overall, the benefits provided by the King William County to its employees are well in line 
with others in the region. 

7. Wrap Up 
 

The results of the review addressed the positions that have been most challenging to recruit 
and fill as well as ensuring the placement of positions overall, fell within appropriate 
assigned classifications and compensation grades.  Inequities between departments for 
similar positions was addressed and in smaller departments upward mobility was addressed 
through graded positions.  Part-time hourly rates were standardized and set level with the 
full-time pay grade and rate thus alleviating inconsistencies in setting hourly rates for part-
time staff. 
 
Position information was developed through a collaborative approach with staff, 
department heads and the work group.  This feedback was critical in assisting the work 
group with developing standardized classification categories and placement in the 
compensation grade.  The recommended revisions to the system are being requested to take 
effect with the fiscal year 2021 budget (July 1, 2020). 
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GLOSSARY 

 

Annual Salary Adjustment – A salary increase based on Cost of Living percentages designed to 
help salaries keep pace with market changes.  

Class Description – A summary of the essential duties performed within a job class and examples 
of the specific tasks and employee knowledge, skill and abilities required to perform the job. 

Classification – The assignment of positions to appropriate job classes and pay grades based on 
the results of a job evaluation. 

Internal Equity – Fair and consistent pay relationships among jobs or skill levels within a single 
organization that establishes equal or comparable pay for jobs involving comparable work and 
utilization of comparable skills. 

Job Evaluation – A systematic procedure designed to make classification decisions by applying 
standard criteria to a review of all job classes. 

Pay Grade – A level within a salary schedule into which job classes with similar job evaluation 
factors are placed for compensation purposes. Pay grades have a minimum rate, a midpoint rate, 
and a maximum rate and define what an employer is willing to pay for a particular job. The 
midpoint of the pay grades approximates the market salary rate which would be paid for 
satisfactory performance. 

Compensation Philosophy – Decisions about employee compensation that address the relative 
importance of internal equity, external competitiveness, employee contributions or performance 
and administration of the pay system. 

Performance Evaluation – The process of determining the extent to which a worker’s assigned 
task outcomes meet employer performance expectations and performance standards.  Performed 
on an annual basis. 

Progression through Pay Grades – Strategies that move employees through the pay grade by 
merit progression based on performance, by automatic progression through designated steps, or 
some combination thereof. 

Salary Survey – The systematic process of collecting information and making judgments about 
the compensation paid by other comparable employers. Salary data are useful in designing pay 
grades and salary structures. 
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   ANNUAL SALARY RANGE 

JOB CODE AND TITLE FLSA GRADE Minimum 
Mid-
Point Maximum 

      
A      

      
Administrative Assistant  N 13 $30,910 $37,092 $43,274 
Administrative Program Assistant I N 8 $23,169 $27,802 $32,436 
Administrative Services Manager  E 17 $37,255 $44,524 $51,944 
Animal Control Officer F/T N 18 $38,651 $46,381 $54,111 
Animal Control Officer P/T N 14 $32,458 $38,950 $45,441 
Animal Care Technician F/T N 7 $21,621 $25,944 $30,269 
Animal Care Technician P/T N 6 $20,073 $24,088 $28,102 
Animal Care Technician-Office Assistant F/T N 13 $30,910 $37,092 $43,274 
Assessor of Real Estate E 34 $59,953 $71,943 $83,934 
Assistant Registrar F/T N 13 $30,910 $37,092 $43,274 
Assistant Registrar P/T N 6 $20,073 $24,088 $28,102 
            

B      
      
Billing Coordinator N 18 $38,651 $46,381 $54,111 
Building Inspector Tech I N 16 $34,858 $41,829 $48,802 
Building Inspector Tech II N 17 $37,103 $44,524 $51,944 
Building Inspector Tech III N 18 $38,651 $46,381 $54,111 
Building Official E 25 $49,488 $59,386 $69,283 

      
C      

      
Captain Deputy Sheriff E 25 $49,488 $59,386 $69,283 
Case Worker VJCCCA N 10 $26,266 $31,519 $36,772 
Chief Deputy Commissioner of Revenue N 13 $30,910 $37,092 $43,274 
Chief Deputy Treasurer N 15 $34,006 $40,808 $47,608 
Chief Dispatcher (Dispatch) N 19 $40,199 $48,239 $56,278 
Chief of Fire and EMS E 36 $71,936 $86,324 $100,710 
Corporal (Animal Control Supervisor) Dep. Shf. N 18 $38,651 $46,381 $54,111 
Corporal (Civil Process/Court Security) Dep. Shf. N 18 $38,651 $46,381 $54,111 
Court House Security Deputy Sheriff N 13 $30,910 $37,092 $43,274 
Custodian N 6 $20,073 $24,088 $28,102 

      
D      

      
Deputy Clerk I Circuit Court N 8 $23,169 $27,802 $32,436 
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Deputy Clerk II Circuit Court N 10 $26,266 $31,519 $36,772 
Deputy Clerk III Circuit Court N 14 $32,458 $38,950 $45,441 
Deputy - Commissioner of Revenue N 13 $30,910 $37,092 $43,274 
Deputy Commonwealth Attorney E 31 $59,953 $71,943 $83,934 
Deputy Registrar N 13 $30,910 $37,092 $43,274 
Deputy Treasurer N 13 $30,910 $37,092 $43,274 
Deputy Sheriff  N 18 $38,651 $46,381 $54,111 
Director of Community Development E 36 $71,936 $86,324 $100,710 
Director of Financial Services E 36 $71,936 $86,324 $100,710 
Director VJCCCA E 31 $59,953 $71,943 $83,934 
Dispatcher  N 14 $32,458 $38,950 $45,441 

 
E      

      
Emergency Services Technical Assistant E 19 $41,003 $49,203 $57,404 
Environmental Compliance/Zoning Officer N 18 $38,651 $46,381 $54,111 
Executive Assistant - Deputy Clerk to Board N 18 $38,651 $46,381 $54,111 
Executive Assistant - Special Projects N 18 $38,651 $46,381 $54,111 

      
F      

      
Facilities Coordinator N 18 $38,651 $46,381 $54,111 
Fiscal Specialist Senior N 18 $38,651 $46,381 $54,111 
Firefighter/Medic (EMT - Basic) N 18 $38,651 $46,381 $54,111 
Firefighter/Medic (EMT - Intermediate) N 19 $41,003 $49,203 $57,404 
Firefighter/Medic (EMT - Paramedic) N 20 $42,582 $51,099 $59,615 

      
G      

      
GIS Technician N 16 $35,555 $42,666 $49,778 

      
I      

      
Investigator Deputy Sheriff  N 21 $43,296 $51,955 $60,615 

      
L      

      
Lead Dispatcher N 17 $37,103 $44,524 $51,944 
Legal Assistant (Commonwealth's Atty) N 14 $32,458 $38,950 $45,441 
Lieutenant Deputy Sheriff E 23 $46,392 $55,671 $64,950 

      
M      

      
Maintenance Technician N 12 $29,949 $35,939 $41,930 
Maintenance - HVAC Specialist      
Manager - Regional Animal Shelter E 22 $44,844 $53,815 $64,950 

      
O      

      
Office Assistant N 10 $26,266 $31,519 $36,772 
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P      

      
Parks and Recreation Manager E 22 $44,844 $53,815 $64,950 
Park Program Assistant N 6 $20,073 $24,088 $28,102 
Payroll and Benefits Specialist P/T N 18 $38,651 $46,381 $54,111 
Permit Technician N 13 $30,910 $37,092 $43,274 
Plan Review Tech I N 16 $35,555 $42,666 $49,778 
Plan Review Tech II N 17 $37,103 $44,524 $51,944 
Planner/Zoning/Comprehensive N 21 $43,296 $51,955 $60,615 
Planning and Building Assistant N 13 $30,910 $37,092 $43,274 

      
R      

      
Records Manager/E911 Coordinator N 12 $29,362 $35,235 $41,107 
Recreation Assistant N 9 $24,717 $29,661 $34,604 
Recreation Specialist N 13 $30,910 $37,092 $43,274 
Recreation Supervisor N 18 $38,651 $46,381 $54,111 

      
S      

      
Senior Deputy Sheriff N 19 $41,003 $49,203 $57,404 
Sergeant Deputy Sheriff N 21 $43,296 $51,955 $60,615 

      
U      

      
Utilities Manager E 30 $57,229 $68,675 $80,120 
Utilities Operator N 11 $27,814 $33,377 $38,939 

      
V      

      
Victim Witness Coordinator E 14 $32,458 $38,950 $45,441 
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60% Max
Pay ANNUAL SALARY RANGE % Increase Pay % Increase

Grade Minimum Mid-Point Maximum Between Grade Minimum Mid-Point Maximum Between
Grades Currently Grades

1 12,332 14,799 17,265 2 20,073$          26,095$        32,117$            
2 13,880 16,655 19,432 12.55 3 21,478$          27,922$        34,365$            7.0
3 15,428 18,513 21,599 11.15 4 22,767$          29,597$        36,427$            6.0
4 16,976 20,372 23,766 10.03 5 24,133$          31,373$        38,612$            6.0
5 18,525 22,230 25,935 9.12 6 25,581$          33,255$        40,929$            6.0
6 20,073 24,088 28,102 8.36 7 27,116$          35,250$        43,385$            6.0
7 21,621 25,944 30,269 7.71 8 28,743$          37,365$        45,988$            6.0
8 23,169 27,802 32,436 7.16 9 30,467$          39,607$        48,747$            6.0
9 24,717 29,661 34,604 6.68 10 32,295$          41,984$        51,672$            6.0

10 26,266 31,519 36,772 6.27 11 34,233$          44,503$        54,773$            6.0
11 27,814 33,377 38,939 5.89 12 36,287$          47,173$        58,059$            6.0
12 29,362 35,235 41,107 5.57 13 38,464$          50,003$        61,542$            6.0
13 30,910 37,092 43,274 5.27 14 40,772$          53,003$        65,235$            6.0
14 32,458 38,950 45,441 5.01 15 43,218$          56,184$        69,149$            6.0
15 34,006 40,808 47,608 4.77 16 45,811$          59,555$        73,298$            6.0
16 35,555 42,666 49,778 4.56 17 48,560$          63,128$        77,696$            6.0
17 37,103 44,524 51,944 4.35 18 51,474$          66,916$        82,358$            6.0
18 38,651 46,381 54,111 4.17 19 54,562$          70,931$        87,299$            6.0
19 40,199 48,239 56,278 4.01 20 57,836$          75,186$        92,537$            6.0
20 41,747 50,097 58,446 3.85 21 61,306$          79,698$        98,089$            6.0
21 43,296 51,955 60,615 3.71 22 64,984$          84,479$        103,975$         6.0
22 44,844 53,813 62,781 3.58 23 68,883$          89,548$        110,213$         6.0
23 46,392 55,671 64,950 3.45 24 73,016$          94,921$        116,826$         6.0
24 47,940 57,528 67,116 3.34 25 77,397$          100,616$      123,835$         6.0
25 49,488 59,386 69,283 3.23 26 82,041$          106,653$      131,266$         6.0
26 51,036 61,244 71,450 3.13 27 86,963$          113,053$      139,142$         6.0
27 52,585 63,102 73,620 3.04
28 54,133 64,960 75,787 2.94
29 55,681 66,817 77,953 2.86
30 57,229 68,675 80,120 2.78
31 58,777 70,533 82,289 2.70
32 60,326 72,391 84,457 2.64
33 62,648 75,178 87,708 3.85 Pay % Increase
34 65,744 78,893 92,041 4.94 Grade Minimum Mid-Point Maximum Between
35 68,841 82,609 96,378 4.71 Grades
36 71,936 86,324 100,710 4.50 L1 39,000$          50,700$        62,400$            
37 75,033 90,040 105,047 4.31 L2 42,500$          55,250$        68,000$            
38 78,130 93,756 109,383 4.13 L3 44,500$          57,850$        71,200$            4.71
39 81,226 97,471 113,717 3.96 L4 47,500$          61,750$        76,000$            6.74
40 84,322 101,187 118,052 3.81 L5 49,500$          64,350$        79,200$            4.21

L6 50,500$          65,650$        80,800$            2.02
Updated BT 12.30.2019 L7 57,500$          74,750$        92,000$            13.86

D1 32,459$          42,197$        51,934$            
D2 37,103$          48,234$        59,365$            14.31
D3 40,199$          52,259$        64,318$            8.34

Pay ANNUAL SALARY RANGE % Increase
Grade Minimum Mid-Point Maximum Between

Grades
F2 42,500$          55,250$        68,000$            
F3 44,500$          57,850$        71,200$            4.71
F4 46,500$          60,450$        74,400$            4.49
F5 50,500$          65,650$        80,800$            8.60
F6 57,500$          74,750$        92,000$            13.86
F7 73,500$          95,550$        117,600$         27.83

King William County
Proposed FY2021 Fire and Emergency Medical Services

King William County
Created FY2015

ANNUAL SALARY RANGE

King William County
Proposed FY2021

King William County
Proposed FY2021 Law Enforcement

ANNUAL SALARY RANGE
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DEPARTMENT PROPOSED SYSTEM TITLE GRADE MIN MID MAX

ASSESSORS  ASSESSOR OF REAL ESTATE 23 68,883.00$        89,548.00$         110,213.00$       
CLERK OF THE COURTS  DEPUTY CLERK I - CIRCUIT COURT 10 32,295.00$        41,983.50$         51,672.00$         
CLERK OF THE COURTS  DEPUTY CLERK II - CIRCUIT COURT 11 34,233.00$        44,502.90$         54,772.80$         
CLERK OF THE COURTS  DEPUTY CLERK III - CIRCUIT COURT 12 36,287.00$        47,173.10$         58,059.20$         

CLERK OF THE COURTS
 DEPUTY CLERK IV - CIRCUIT COURT 
CHIEF 14 40,772.00$        53,003.60$         65,235.20$         

COMMISSIONER OF THE REVENUES  DEPUTY COMMISSIONER I 10 32,295.00$        41,983.50$         51,672.00$         
COMMISSIONER OF THE REVENUES  DEPUTY COMMISSIONER II 11 34,233.00$        44,502.90$         54,772.80$         
COMMISSIONER OF THE REVENUES  DEPUTY COMMISSIONER III 12 36,287.00$        47,173.10$         58,059.20$         
COMMISSIONER OF THE REVENUES  DEPUTY COMMISSIONER IV - CHIEF 14 40,772.00$        53,003.60$         65,235.20$         

COMMONWEALTH'S ATTORNEY OFFICE  DEPUTY COMMONWEALTH'S ATTORNEY 23 68,883.00$        89,547.90$         110,212.80$       
COMMONWEALTH'S ATTORNEY OFFICE  LEGAL ASSISTANT 17 48,560.00$        63,128.00$         77,696.00$         
COMMONWEALTH'S ATTORNEY OFFICE  VICTIM WITNESS MANAGER 19 54,562.00$        70,930.60$         87,299.20$         
COUNTY ADMINISTRATION  EXECUTIVE ASST - CLERK TO BOS 14 40,772.00$        53,003.60$         65,235.20$         
COUNTY ADMINISTRATION  SPECIAL PROJECTS ASSISTANT 14 40,772.00$        53,003.60$         65,235.20$         
FINANCIAL SERIVCES  FISCAL ASSISTANT 8 28,743.00$        37,365.90$         45,988.80$         

FINANCIAL SERIVCES 
 PROGRAM SPECIALIST - (PAYROLL & 
BENEFITS) 8 28,743.00$        37,365.90$         45,988.80$         

FINANCIAL SERIVCES  DIRECTOR OF FINANCIAL SERVICES 24 73,016.00$        94,920.80$         116,825.60$       
FINANCIAL SERIVCES  FISCAL SPECIALIST 16 45,811.00$        59,554.30$         73,297.60$         
FINANCIAL SERIVCES  HUMAN RESOURCES MANAGER 19 54,562.00$        70,930.60$         87,299.20$         
FIRE AND EMERGENCY MEDICAL SERVICES  EMERGENCY MGMT COOR 13 38,464.00$        50,003.20$         61,542.40$         
FIRE AND EMERGENCY MEDICAL SERVICES  LIEUTENANT F5 50,500.00$        65,650.00$         80,800.00$         
FIRE AND EMERGENCY MEDICAL SERVICES  BATTALION CHIEF  - OPERATIONS F6 57,500.00$        74,750.00$         92,000.00$         
FIRE AND EMERGENCY MEDICAL SERVICES  BATTALION CHIEF  - ADMINISTRATION F6 57,500.00$        74,750.00$         92,000.00$         
FIRE AND EMERGENCY MEDICAL SERVICES  CHIEF F7 73,500.00$        95,550.00$         117,600.00$       
FIRE AND EMERGENCY MEDICAL SERVICES  FIRE MEDIC - BASIC F2 42,500.00$        55,250.00$         68,000.00$         
FIRE AND EMERGENCY MEDICAL SERVICES  FIRE MEDIC - INTERMEDIATE F3 44,500.00$        57,850.00$         71,200.00$         
FIRE AND EMERGENCY MEDICAL SERVICES  FIRE MEDIC - PARAMEDIC F4 46,500.00$        60,450.00$         74,400.00$         
GENERAL REGISTRAR  ASSISTANT REGISTRAR 10 32,295.00$        41,983.50$         51,672.00$         
INFORMATION TECHNOLOGY  SYSTEMS ANALYST 9 30,467.00$        39,607.10$         48,747.20$         
INFORMATION TECHNOLOGY  SYSTEMS ENGINEER 22 64,984.00$        84,479.20$         103,974.40$       
OPERATIONS - BUILDING AND INSPECTIONS  BUILDING INSPECTOR 13 38,464.00$        50,003.20$         61,542.40$         
OPERATIONS - BUILDING AND INSPECTIONS  BUILDING OFFICIAL 19 54,562.00$        70,930.60$         87,299.20$         
OPERATIONS - BUILDING AND INSPECTIONS  PLANS REVIEWER/INSPECTOR 15 43,218.00$        56,183.40$         69,148.80$         
OPERATIONS - FACILITIES DEPARTMENT  FACILITIES ASSISTANT MANAGER 14 40,772.00$        53,003.60$         65,235.20$         
OPERATIONS - FACILITIES DEPARTMENT  CUSTODIAN I 2 20,073.00$        26,094.90$         32,116.80$         
OPERATIONS - FACILITIES DEPARTMENT  CUSTODIAN II - LEAD 3 21,478.00$        27,921.40$         34,364.80$         
OPERATIONS - FACILITIES DEPARTMENT  FACILITIES COORDINATOR 9 30,467.00$        39,607.10$         48,747.20$         
OPERATIONS - FACILITIES DEPARTMENT  FACILITIES MANAGER 19 54,562.00$        70,930.60$         87,299.20$         
OPERATIONS - FACILITIES DEPARTMENT  FACILITIES TECHICIAN I 9 30,467.00$        39,607.10$         48,747.20$         
OPERATIONS - FACILITIES DEPARTMENT  FACILITIES TECHNICIAN II 10 32,295.00$        41,983.50$         51,672.00$         
OPERATIONS - UTILITIES DEPARTMENT  UTILITIES COORDINATOR 9 30,467.00$        39,607.10$         48,747.20$         
OPERATIONS - UTILITIES DEPARTMENT  UTILITIES MANAGER 19 54,562.00$        70,930.60$         87,299.20$         
OPERATIONS - UTILITIES DEPARTMENT  UTILITIES OPERATOR 8 28,743.00$        37,365.90$         45,988.80$         
OPERATIONS DIVISION  DIRECTOR OF OPERATIONS 24 73,016.00$        94,920.80$         116,825.60$       

PARKS AND RECREATION DEPARTMENT
 PARKS AND RECREATION ASSISTANT 
MANAGER 14 40,772.00$        53,003.60$         65,235.20$         

PARKS AND RECREATION DEPARTMENT  PARKS AND RECREATION MANAGER 19 54,562.00$        70,930.60$         87,299.20$         
PARKS AND RECREATION DEPARTMENT  RECREATION ASSISTANT 6 25,581.00$        33,255.30$         40,929.60$         
PARKS AND RECREATION DEPARTMENT  RECREATION SPECIALIST 9 30,467.00$        39,607.10$         48,747.20$         
PLANNING AND ZONING  GIS ANALYST 14 40,772.00$        53,003.60$         65,235.20$         
PLANNING AND ZONING  PLANNING TECHNICIAN 11 34,233.00$        44,502.90$         54,772.80$         
PLANNING AND ZONING  DIRECTOR OF PLANNING 24 73,016.00$        94,920.80$         116,825.60$       
PLANNING AND ZONING  E&S/ZONING OFFICER 14 40,772.00$        53,003.60$         65,235.20$         
PLANNING AND ZONING  GIS TECHNICIAN 13 38,464.00$        50,003.20$         61,542.40$         
PLANNING AND ZONING  PLANNING ASSISTANT 9 30,467.00$        39,607.10$         48,747.20$         
PLANNING AND ZONING  ZONING ADMINISTRATOR 19 54,562.00$        70,930.60$         87,299.20$         
REGIONAL ANIMAL SHELTER  RAS ASSISTANT MANAGER 14 40,772.00$        53,003.60$         65,235.20$         
REGIONAL ANIMAL SHELTER  ANIMAL CARE TECH/OFFICE ASST 9 30,467.00$        39,607.10$         48,747.20$         

REGIONAL ANIMAL SHELTER  ANIMAL CARE TECHNICIAN 6 25,581.00$        33,255.30$         40,929.60$         

REGIONAL ANIMAL SHELTER  REGIONAL ANIMAL SHELTER MANAGER 19 54,562.00$        70,930.60$         87,299.20$         
SHERIFFS OFFICE  CAPTAIN L7 57,500.00$        74,750.00$         92,000.00$         
SHERIFFS OFFICE  CHIEF DISPATCHER D3 40,199.00$        52,258.70$         64,318.40$         
SHERIFFS OFFICE  DEPUTY SHERIFF - ANIMAL CONTROL L2 42,500.00$        55,250.00$         68,000.00$         
SHERIFFS OFFICE  DEPUTY SHERIFF - CERTIFIED L2 42,500.00$        55,250.00$         68,000.00$         
SHERIFFS OFFICE  DEPUTY SHERIFF - NON CERTIFIED L1 39,000.00$        50,700.00$         62,400.00$         
SHERIFFS OFFICE  DISPATCH LEAD/SUPERVISOR D2 37,103.00$        48,233.90$         59,364.80$         
SHERIFFS OFFICE  DISPATCHER D1 32,459.00$        42,196.70$         51,934.40$         
SHERIFFS OFFICE  INVESTIGATOR L5 49,500.00$        64,350.00$         79,200.00$         
SHERIFFS OFFICE  LIEUTENANT DEPUTY SHERIFF L6 50,500.00$        65,650.00$         80,800.00$         
SHERIFFS OFFICE  SENIOR DEPUTY SHERIFF L3 44,500.00$        57,850.00$         71,200.00$         
SHERIFFS OFFICE  SERGEANT L4 47,500.00$        61,750.00$         76,000.00$         

SHERIFFS OFFICE
 ADMINISTRATIVE SERVICES 
COORDINATOR 14 40,772.00$        53,003.60$         65,235.20$         

SHERIFFS OFFICE  RECORDS MANAGER 11 34,233.00$        44,502.90$         54,772.80$         
TREASURER  DEPUTY TREASURER I 10 32,295.00$        41,983.50$         51,672.00$         
TREASURER  DEPUTY TREASURER II 11 34,233.00$        44,502.90$         54,772.80$         
TREASURER  DEPUTY TREASURER III 12 36,287.00$        47,173.10$         58,059.20$         
TREASURER  DEPUTY TREASURER IV - CHIEF 14 40,772.00$        53,003.60$         65,235.20$         
VJCCCA  JUVENILE CASEWORKER  II 8 28,743.00$        37,365.90$         45,988.80$         
VJCCCA  JUVENILE CASEWORKER I 7 27,116.00$        35,250.80$         43,385.60$         
VJCCCA  PROGRAM SPECIALIST II 9 30,467.00$        39,607.10$         48,747.20$         
VJCCCA  VJCCCA MANAGER 19 54,562.00$        70,930.60$         87,299.20$         

PROPOSED RANGE

KING WILLIAM COUNTY 
SORTED BY DEPARTMENT THEN GRADE, SHOWING TITLE AND RANGE 
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BOARD OF SUPERVISORS 

William L. Hodges, First District 
Travis J. Moskalski, Second District 

Stephen K. Greenwood, Third District 
C. Stewart Garber, Jr., Fourth District 

Edwin H. Moren, Jr., Fifth District 
 

180 Horse Landing Road #4 • King William, VA  23086 
(804) 769-4968 • nmcinteer@kingwilliamcounty.us 

Nita F. McInteer 
Human Resources Manager 

DATE: March 2, 2022 

TO: King William County Board of Supervisors 

FROM: Nita F. McInteer, Human Resources Manager 

SUBJECT: Fire and Sheriff Departments Salary Comparison 

On February 22, 2022, the Board of Supervisors requested to see a comparison of positions, salary scales and 

salaries of the Fire Department and Sheriff’s Department.   

 

When reviewing the salary differences a few items to note: 

• Sheriff’s Department recruits are paid $39,000 upon hire and while training at the academy.  Once the 

recruit completes the academy successfully, their salary is increased to $42,500.  

• Fire Department recruits are paid $42,500 upon hire and while attending the academy for certifications.  The 

recruits sign an agreement stating they will provide three (3) years of service to the County in exchange for 

the education and certifications they receive from the academy.  If the employee leaves within three (3) 

years of completing the academy, they must repay (on a pro-rated basis) the cost of the academy to the 

County.  The recruit’s salary does not increase upon completion of the academy. 

• The Compensation and Classification study was adopted in February 2020 for FY21 to alleviate 

compression within pay scales and bring the scales of first responders to par with the market salaries of that 

time.  There were five (5) employees in the Fire Department and fourteen (14) employees in the Sheriff’s 

Department who received increases in FY21 upon adoption of the 2020 Compensation and Classification 

Plan to bring them to the minimum of their scales. 

   

 

 

ATTACHMENTS 

 

• First responder Salary Comparison Chart 

• 2020 Compensation and Classification Plan 
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POSITION BAND SALARY RANGE SALARY POSITION BAND SALARY RANGE SALARY

FIRE CHIEF      EF7 $73,500 ‐ $117,600 $93,150.00 SHERIFF $113,459.00

ASSISTANT CHIEF      NF4 $57,500 ‐ $92,000 $72,000.00 CAPTAIN      EL7 $57,500 ‐ $92,000 $60,375.00

BATALLION CHIEF      NF5 $50,500 ‐ $80,800 $65,650.00 CAPTAIN      EL7 $57,500 ‐ $92,000 $60,375.00

LIEUTENANT      NF5 $50,500 ‐ $80,800 $52,500.00 LIEUTENANT      NL6 $50,500 ‐ $80,800 $55,433.00

LIEUTENANT      NF5 $50,500 ‐ $80,800 $52,500.00 INVESTIGATOR      NL5 $49,500 ‐ $79,200 $50,985.00

LIEUTENANT      NF5 $50,500 ‐ $80,800 $52,500.00 INVESTIGATOR      NL5 $49,500 ‐ $79,200 $50,985.00

FIREFIGHTER PARAMEDIC      NF4 $46,500 ‐ $74,400 $47,197.50 SERGEANT      NL4 $47,500 ‐ $76,000 $47,500.00

FIREFIGHTER EMT‐B      NF2 $42,500 ‐ $68,000 $42,500.00 SERGEANT      NL4 $47,500 ‐ $76,000 $47,500.00

FIREFIGHTER EMT‐B      NF2 $42,500 ‐ $68,000 $43,137.50 SERGEANT      NL4 $47,500 ‐ $76,000 $47,500.00

FIREFIGHTER EMT‐B      NF2 $42,500 ‐ $68,000 $43,137.50 SERGEANT      NL4 $42,500 ‐ $68,000 $47,500.00

FIREFIGHTER EMT‐B      NF2 $42,500 ‐ $68,000 $42,500.00 SERGEANT      NL4 $42,500 ‐ $68,000 $48,925.00

FIREFIGHTER EMT‐B      NF2 $42,500 ‐ $68,000 $44,500.00 DEPUTY      NL2 $42,500 ‐ $68,000 $45,612.50

RECRUIT      NF2 $42,500 ‐ $68,000 $42,500.00 DEPUTY      NL2 $42,500 ‐ $68,000 $44,200.00

RECRUIT      NF2 $42,500 ‐ $68,000 $42,500.00 DEPUTY      NL2 $42,500 ‐ $68,000 $43,137.50

RECRUIT      NF2 $42,500 ‐ $68,000 $42,500.00 DEPUTY      NL2 $42,500 ‐ $68,000 $43,598.00

RECRUIT      NF2 $42,500 ‐ $68,000 $42,500.00 DEPUTY      NL2 $42,500 ‐ $68,000 $45,612.50

RECRUIT      NF2 $42,500 ‐ $68,000 $42,500.00 DEPUTY      NL2 $42,500 ‐ $68,000 $45,612.50

RECRUIT      NF2 $42,500 ‐ $68,000 $42,500.00 DEPUTY      NL2 $42,500 ‐ $68,000 $39,585.00

EMERGENCY MGMT ASST      N13 $38,464 ‐ $61,542 $48,000.00 DEPUTY      NL2 $42,500 ‐ $68,000 $42,500.00

RECRUIT NL1 $39,000 ‐ $62,400 $39,000.00

RECRUIT      NL1 $39,000 ‐ $62,400 $39,000.00

ANIMAL CONTROL DEPUTY NL2 $42,500 ‐ $68,000 $42,500.00

ANIMAL CONTROL OFFICER NL1 $39,000 ‐ $62,400 $40,409.62

ANIMAL CONTROL RECRUIT NL1 $39,000 ‐ $62,400 $39,000.00

CHIEF DISPATCHER      ND3 $40,199 ‐ $64,318 $43,612.00

DISPATCH SUPERVISOR      ND2 $37,103 ‐ $59,365 $41,423.76

DISPATCHER ND1 $32,459 ‐ $51,934 $36,058.48

DISPATCHER      ND1 $32,459 ‐ $51,934 $37,923.93

DISPATCHER      ND1 $32,459 ‐ $51,934 $32,945.89

DISPATCHER      ND1 $32,459 ‐ $51,934 $35,553.05

DISPATCHER      ND1 $32,459 ‐ $51,934 $36,058.48

DISPATCHER      ND1 $32,459 ‐ $51,934 $33,270.49

RECORDS MANAGER      N11 $34,233 ‐ $54,773 $41,826.65

RECORDS CLERK      ND1 $32,459 ‐ $51,934 $35,464.39

ADMIN SERVICES MANAGER      N14 $40,772 ‐ $65,235 $53,794.87

FIRST RESPONDER SALARY COMPARISON CHART
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AGENDA ITEM 4.g.
County Department Budget Presentations - Natasha 

Joranlien, Director of Financial Services
  Board of Supervisors

  County Admininstrator
  Financial Services

  Human Resources/Payroll
  Internal Services (Information Technology)

  Fire & EMS
  Building Inspections
  General Properties

  Parks & Recreation Administration
  Planning & Zoning
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AGENDA ITEM 4.h.
ARPA Budget Overview - Natasha Joranlien, 

Director of Financial Services
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ARPA Covered Period:   March 3, 2021 - December 31, 2024
FUND 215
Fund Total 3,330,798.00     
Received 6/24/2021 1,665,399.00     

SPENT
C.A. 
RECOMMENDS

C.A. 
RECOMMENDS

C.A. 
RECOMMENDS

C.A. 
RECOMMENDS

FY21 FY22 FY23 FY24 FY25
ADMINISTRATION
EDA - Business Grants
Nano Shield 18,000.00          18,000.00          18,000.00              9,000.00                
PPE 10,000.00          10,000.00          10,000.00              5,000.00                
COVID staff time off-all county FTE 20,000.00          20,000.00          10,000.00              5,000.00                
ZOOM-added 1.24.22 409.44                

FIRE/EMS
Elizabeth Bartol Salary 
April 3/16/21-4/15/21 2,782.57             
May 5/1-5/31/21 6,175.82             
June 6/1-6/30/21 4,685.12             
Full Time - 7 employeees 478,000.00        478,000.00        

SHERIFF
COVID staff time off 4,851.32             
Build out of Magistrate space/holding 2,500.00             
(2) prisoner transport vehicles 110,000.00        
Audio - Phase 2 of Courthouse Wing 30,000.00          
Training tables - Courthouse Wing 5,000.00             
COMP BOARD - BONUS 19,377.00          

VICTIM WITNESS
Software Unlimited 1,597.00             
Case & Document management - due to increase workload due COVID
TV& Mount outside of Comm Att office - backlog in court cases 319.99                

RAS *K&Q share pays 1/2 - listed amount is King William portion
PPE Cleaning supplies 4,211.32             4,211.32             4,211.32                
PPE Medical Scrubs 661.95                661.95                661.95                   
Community Pet Food Pantry 500.00                500.00                500.00                   
Community Eviction support 833.50                833.50                833.50                   

Commonwealth's Attorney
Amazon desk scanner, stand, monitor 95.96 945.55                
desk   OfficeFurniture.com 1,179.00             
wireless access point in Courthouse wing 171.59                
Software Unlimitited 3,194.00             

CIRCUIT COURT
Jurors 2,404.32             

Information Tech
Broadband 1,000,000.00     1,000,000.00     

TOTAL 22,494.10          1,705,401.35    1,532,206.77    44,206.77             19,000.00             3,323,308.99                         
Total - C.A. Recommends

APPROVED
ADMIN -                       101,409.44        48,000.00          38,000.00              19,000.00              
FIRE/EMS 13,643.51          478,000.00        478,000.00        
SHERIFF 4,851.32             166,877.00        -                       -                          -                          
VICT WITNESS 319.99 1,597.00             -                       -                          -                          
RAS -                       6,206.77             6,206.77             6,206.77                -                          
COMM ATTORNEY 3,679.28             4,311.14             -                       -                          -                          
IT -                       1,000,000.00     1,000,000.00     -                          -                          

22,494.10          1,758,401.35     1,532,206.77     44,206.77              19,000.00              3,376,308.99                         
TO RECEIVE 3,330,798.00                         
REMAINING (45,510.99)                             
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AGENDA ITEM 4.i.
Tax Reduction Scenarios - Natasha Joranlien, 

Director of Financial Services
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REAL ESTATE Real Estate Tax Revenue Shift KWCPS Revenue

Current .86/100 14,438,668        7,322,664             0.48 55.81% 0.38 44.19%
.85/100 14,251,696        (186,972)                7,322,860             0.48 56.47% 0.37 43.53%
.845/100 14,158,324        (280,344)                7,323,001             0.48 56.80% 0.365 43.20%
.84/100 14,064,951        (373,716)                7,323,144             0.48 57.14% 0.36 42.86%

BREAKDOWN .86/100 .85/100 .845/100 .84/100
D2-D5 5,797,109           5,644,704              5,568,532             5,492,358          
KWCPS 7,322,664           7,322,860              7,323,001             7,323,144          

D1 1,318,895           1,284,132              1,266,791             1,249,449          
14,438,668        14,251,696            14,158,324           14,064,951       

Median value of owner-occupied housing unit (2015-2019)
204,300$        

Tax Bill Tax Bill Shift

Current .86/100 1,757                  
.85/100 1,737                  (20)                          
.845/100 1,726                  (31)                          
.84/100 1,716                  (41)                          

PERSONAL PROPERTY Per Property Tax Revenue Shift

Current 3.65/100 4,781,981           
3.55/100 4,620,588           (161,393)                
3.50/100 4,539,908           (242,073)                
3.45/100 4,459,228           (322,754)                

FY2023 BUDGET PREPARATION
Tax Reduction Scenarios

D1-D5KWCPS TAX

TAX RATE % BREAKDOWN
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