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Follow-up Information to BOCC 
Regarding Salary Related Budget Issues 

February 20, 2021 
 
 
COVID-19 Differential Pay Survey Results from Peer Jurisdictions 
Human Resources staff coordinated with peer jurisdictions to clarify approaches used to handle 
differential pay due to COVID-19. The attached file was shared with the Board in October 2020. 
Updated information is highlighted in yellow. Minor changes occurred to the document.  
 
The Board asked for additional review of the Wake County and Mecklenburg County approaches 
with differential pay. At the present time, Wake County does not offer hazardous pay to its 
employees. However, it was a 10% based on the employee’s hourly rate and scheduled hours for 
both non-exempt (hourly) and exempt (salaried). Of Wake’s 4,273 positions, over 4,000 full-time 
and part time employees received the differential/hazardous pay. If anyone received the 
differential pay at least once, they are captured in the number. Wake County did not have a pre-
labor policy prior to COVID-19 that had a hazardous pay provision. CARES funding was used to 
offset some of the expense. However, due to not having a pre-labor policy, the hazardous pay 
not funded with CARES funding will not be eligible for FEMA reimbursement. The differential pay 
ended in November 2020.  
 
Mecklenburg County has continued its differential/hazardous pay provision for employees. 
Mecklenburg did not have a pre-labor policy that allowed for hazardous pay prior to COVID-19, 
therefore the expenses will not be eligible for FEMA reimbursement. The current policy is 
attached.  
 
 
Durham County Differential/Hazardous Pay  

Durham County’s approach for differential pay during emergency situations is noted in two 
policies that include the Inclement Weather, Emergency Situations and Hazardous Conditions 
Policy, which is a pre-disaster written labor policy for premium pay, initially instituted in 1997. 
Additionally, the Compensation Policy grants the County Manager the authority to make 
salary adjustments as indicated in the provision when the County declares a State of 
Emergency, an exempt employee may be eligible to receive additional  compensation for time 
worked beyond her/his regular schedule. This pre-disaster labor policy has been involved 
when handling emergency situations. Further pre-disaster labor policies for overtime and 
other labor related issues have come into play when managing emergency situations. 
 
In FY 2019-20, $1,680,686 million was allocated to cover expenses associated with 
differential/hazardous pay for employees working in critical areas, representing nearly .03% 
of  the total operating general fund base budget. Its projected FEMA reimbursement will 
cover most expenses. However, staff is also evaluating the apportioned amount of funds 
that could be covered from other grant sources. In FY 2019-20, despite the funds used to 
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cover the differential pay, the County’s fund balance reserves grew by over $8.9 million 
dollars. 
 
In FY 2020-21, $3.2 million has been expended for differential pay/hazardous pay  for essential 
workers through the December pay periods. The current amount spent for differential 
pay/hazardous pay as of the end of the second quarter of FY 2020-21 represents: 

• 2.18% of the personnel general sub-fund budget totaling $146,398,873. When 
evaluating the impact of the amount to the total departmental budgets of 
$270,010,770, the amount translates to 1.18% of the total departmental budgets. 

• 0.32% of the personnel risk-management sub-fund budget totaling $388,791.  When 
evaluating the impact of the amount to the total departmental budget of $4,328,659, 
the amount translates to 0.03% of the total departmental budget. 

• 1.69% of the personnel sewer utility budget totaling $2,355,740.  When evaluating the 
impact of the amount to the total departmental budget of $9,198,653, the amount 
translates to 0.54% of the total departmental budget. 

 
Attachment II captures the impact of the differential pay when evaluating departmental 
budgets. For additional clarity, of the 1,887 full-time and part-time employees that received 
the differential pay, employees only received the pay when a staff member was physically 
present. To comply with social distancing guidelines, all departments established a rotation 
system or other approaches to meet health and safety guidelines of the County, State, and 
Center for Disaster Control and Prevention (CDC) (e.g., working with a “skeleton” staff on-site 
being on- site when needed and/or required). If an employee received at least one hour of 
differential pay, then they are included on the list. Please refer to the November 7, 2020 
overview entitled “Durham County Government Differential/Hazardous Pay Related to COVID-
19” on how the funds are being applied.  
 
Overtime 

As noted in an earlier section, the pre-disaster labor policies for overtime and other labor 
related issues have come into play when managing COVID-19. For Durham County, over-time 
related to COVID-19 has been classified into a separate category to track the expense. This 
approach allows for efficiencies when seeking FEMA reimbursement.  

For Durham County, $4.7 million before benefit costs (e.g., FICA, retirement, etc.) has been 
expended on overtime for fiscal years FY 2020 and FY 2021. Consistent with historical trends, 
of this amount, 81.42% of the expense has been incurred within the Office of Emergency 
Services, Emergency Management Services and the Sheriff’s Office. The below table reflects 
summary trends with amounts expended on overtime for all departments on the following 
page. Both tables reflect Pre-Covid and Post-COVID overtime expenses. Over the years, the 
overtime issues have been addressed with additional FTEs to assist with departmental 
workloads. Due to the unique challenges presented with COVID-19 and although public safety 
had the capacity to fill vacant positions, the social distancing requirements, turnover and 
other factors still presented the need to use staff to assist with workload demands. The below 
tables reflect the summary data form.  
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 Vacancies 
As of February 10, 2021, Durham County has 301 vacant positions, with 50 in the recruitment 
phase, thus making the actual vacant position number totaling 249. All positions requested by 
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EMS, Emergency Management, DSS and Public Health for recruitment have received exceptions 
to move forward for recruitment in FY 2020-21. Other departments have received exception 
approvals upon review on a case by case basis. DSS, EMS and the Sheriff’s Department have the 
highest number of position vacancies, consistent with historical patterns. However, DSS 
vacancy levels have been a trend state-wide for certain job classifications. The current vacant 
positions not in the recruitment status totals 75. According to DSS staff, several factors have 
caused these patterns including COVID-19, which has resulted in temporary changes in how 
services are delivered due to turnover in certain areas. The state is actually making child 
welfare turnover a legislative priority. The Sheriff’s Office and EMS have 52 and 40 vacancies, 
respectively. Both of these areas continue to deal with market competitiveness and turnover 
rates that are seen in other communities as well.  
 
Fiscal Outlook  
For many jurisdictions, liquidity remains in the forefront when evaluating the ability to cover 
expenses in normal environments. The past eleven months has presented additional attention to 
the organization’s cash flow position. The unprecedented fiscal climate has caused many 
challenges with navigating budgets. Due to early steps taken last year at the beginning of the 
pandemic, Durham County remains well positioned to end the remaining of the fiscal year 
without actual fund balance use. It is because of this continued strong position, that staff 
recommends reinstating differential pay for essential workers. While other jurisdictions may 
have various reasons for not moving forward with this approach, it is because the expense would 
occur through the County’s existing departmental budgets that it is deemed a manageable 
expense. Further, based on the County’s profile, the liquidity ratio remains in a strong position. 
This affords the opportunity to manage any cash flow issues that may occur when awaiting FEMA 
reimbursements. As shared in previous communications, the current fiscal year differential pay 
represents 1.13% of the total departmental budgets for the general sub-fund, the risk 
management sub-fund and the sewer utility fund. The pay totaled with benefits of $3.2 million 
through time worked through November 29, 2020. Departments are managing their budgets 
accordingly such that if additional funds are paid out for differential/hazardous, the current 
budget could handle the expense.  
 
The first table below reflects the County’s financial condition analysis with our peers with 
Orange County added for comparison.  This report is from the State Treasurer’s website and is 
as of FY 2019 (e.g., the site always is one fiscal year behind as it is too soon to have the FY 2020 
data input into the database for comparison).  This table is usually shared with the Board during 
the annual retreat.  The second table below is new and shows the percentage of actual 
revenues and expenditures compared to budget, beginning fund balance, growth or use of fund 
balance, and ending fund balance for FY 2020 for the County compared to our peers with 
Orange County added for comparison as well. The relevance of this information is to 
contextualize the variances between jurisdictions.  
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North Carolina Financial Condition Analysis with Peers 
as of 2019  



6 
 

 
During the February 8, 2021 BOCC meeting, the County Manager provided options to the Board 
for consideration as we plan for the remainder of the fiscal year. Based on those discussions, a 
revised list is being presented.  

 
 

Options for consideration to address mid-year salary assessment  
 

A. Three weeks leave that does not expire (Does not accrue to sick time. Nor does it expire. No 
fiscal impact to the general ledger as a liability.)  
 

B. 1% Cost of Living Adjustment (Recurring Annual expense $1.45 million/Beginning January 
$725,000) 

 

C. 2% Cost of Living Adjustment (Recurring Annual expense $2.9 million/Beginning January 
$1.45 million) 
 
 
 

Options for Consideration to address Differential/Hazardous Pay through June 30, 2021 
 

1. Reinstate differential Pay at 10% (Eligible for FEMA reimbursement up to 75%) – Estimated 
employees 1,800. 
(Estimate $2.6 Million plus benefits - 6 months) 
 

2. Implement 5% differential Pay (Note: Would be a “post-COVID” change/update to the policy 
which would not be an allowable expense for FEMA reimbursement.)  
(Estimate - $1.3 Million plus benefits – 6 months) 
 

3. Implement a targeted differential for employees in certain job classifications. Differential pay 
at 10%. (Estimate $1.9 million plus benefits – 6 months). Estimated employees 1,110. 
 
Essential Healthcare Employees – Employees serving in healthcare settings who have the 
potential for direct or indirect exposure to patients or infectious materials. This includes 
persons not directly involved in patient care, but potentially exposed to infectious agents 
while working in a healthcare setting (e. g. Public Health and Emergency Medical Services).   
 
Essential Non-Healthcare Employees – Employees who are essential to maintain critical 
infrastructure and continue critical services and functions.  This includes the following:  
Emergency Management Officials, Law Enforcement, Public Safety, Other First Responders, 
Emergency Medical Services, Public Health, Social Services, Water and Wastewater, Critical 
Trades (construction, electricians, plumbers, etc.) and other Support Functions as identified.  


