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Wel come to Fa yet te  Count y

Fayette County strives to provide a work environment that is conducive to both personal and
professional growth. This Handbook provides information concerning Fayette County’s e m p l o y m e n t 
p o l i c i e s , p a y r o l l p r a c t i c e s , a n d e m p l o y e e b e n e f i t s . E m p l o y e e s a r e e x p e c t e d t o read, understand,
and comply with the provisions of this handbook.

Yo u r Sup e rvisor, D e p a r t m e n t H e a d a n d t h e s t a f f o f t h e C o u n t y ’ s H u m a n R e s o u r c e s D e p a r t m e n t 
a r e   a va ila b le  to  a n swe r  yo u r  qu e stion s,  ad d ress yo u r  co n ce rn s  o r  h e lp  yo u  with  a n y  p rob lem s.

W e  h o pe  yo u  f ind  yo u r  e m p l o y m e n t   w i t h   F a y e t t e   C o u n t y   t o   b e   r e w a r d i n g   a n d   f u l f i l l i n g .

Fayette County Board of  Comm issio n e rs

Dave Lohr,  Cha irm a n , Co u nty Co m m ission e r

Vincent A. Vicites,  F i r s t   Vice  Cha ir, Co u nty Co m m ission e r

Scott Dunn, S e cond Vice Chair,  Cou n ty Co m m issio n e r
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Se c tion 1 - Introduction

T h is Handb o o k ha s b e en p repa red to acquaint e m p lo ye e s with Faye tt e Cou n ty’s employment
p o licies a n d p roce d u res. T h is H a nd bo o k amends, rep laces and sup e rsede s all oth er previou s
Fayette County h a nd b oo ks. T h is Han d bo o k is n o t inte n de d and should not be co n strue d to b e a
co n tract o f any nature. The County reserves the right to revise, supplement, or rescind any policies
contained in this handbook from time-to-time at th e d iscre tio n of  th e  Board of Commissioners.

It is e a ch e mp loye e ’s resp o n sibility to read, u nd e rstan d a n d com p ly with t h e p rovisi o n s of the
Ha n db ook.

Bargaining unit employees also should consult the terms of their applicable collective bargaining
agreement. The employment terms set out in this Handbook are to be construed in conjunction with,
and do not replace, amend or supersede any terms or conditions of employment set forth in any
applicable collective bargaining with Fayette County. Wherever employment terms in this policy differ
from the terms expressed in the applicable collective bargaining agreement, the terms of the
collective bargaining agreement will control.

In accordance with Section 1620 of the Pennsylvania County Code, elected and appointed row
officers have exclusive authority over matters related to the supervision, discipline and discharge of
any employees who report to the elected official. Any employee of an elected or appointed row
officer with questions about the policies contained in this Handbook or their application to their
specific position or Department should contact the elected or appointed row officer to whom the
employee reports. 

In addition, in accordance with Section 1620 of the Pennsylvania County Code, the Court has
exclusive authority over matters related to the supervision, discipline and discharge of Court
employees. Any Court employee with questions about the application of the policies in this
Handbook to their specific position should contact the Court Administrator. 

W h e re the wo rding o f th is Hand bo o k c o n c e r n i n g e m p l o y e e b e n e f i t s and t h e w o r d i n g i n a B e n e f i t s 
Plan  D o cum e n t d iffer,  the  l a n g u a g e   i n   t h e   B e n e f i t s   P l a n   Do cum en t  wil l go ve rn.

If yo u ha ve a n y qu e stio n s about anything contained in this Handbook, p lea se co n sult with yo u r
S u p e r v i s o r ,   y o u r   Dep a rtm ent Ma n a ge r, or the staff of the Hum an  Re so urces Department.
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Se c tion 2 –  Emplo ym e nt P olic ie s

EMPLOYMENT- AT -W ILL

Unless an employee is covered by a collective bargaining agreement or has civil service protection,
employment with Fayette County is at-will, which means that an employee may voluntarily leave
employment at any time, for any reason and that the employee may be terminated from employment
by the Fayette County at any time, for any reason, with or without notice. Except by written
employment agreement for a specific period signed by the Fayette County Board of Commissioners,
no one in the County has the authority to enter into an oral or written contract of employment of any
kind.

In accordance with Section 1620 of the Pennsylvania County Code, elected and appointed row
officers have exclusive authority over matters related to the supervision, discipline and discharge of
any employees who report to the elected official. Any employee of an elected or appointed row
officer with questions about this provision should contact the elected or appointed row officer to
whom the employee reports. 

In accordance with Section 1620 of the Pennsylvania County Code, the Court has exclusive authority
over matters related to the supervision, discipline and discharge of Court employees. Court
employees are subject to the Unified Judicial System's Code of Conduct and Policy on
Nondiscrimination and Equal Employment Opportunity. Any Court employee with questions about
this provision should contact the Court Administrator.  

EQU AL E MPLOYMEN T OP PORTUNITY/NON-DISCRIMINATION

Fayette County is an Equal Employment Opportunity Employer. In order to provide equal
employment and advancement opportunities to all individuals, employment decisions at the County
will be based on merit, qualifications, and abilities unless otherwise provided by applicable state or
federal law or collective bargaining agreement.

Fayette County prohibits discrimination against any employee or applicant for employment in regard
to any terms or conditions of employment on the basis of race, color, religion, religious creed,
ancestry, national origin, sex (including pregnancy, sexual orientation and gender identity), gender,
age (40 or older), physical or mental disability, non-job related handicap or disability, genetic
information, the use of a guide or support animal because of the blindness, deafness or physical
handicap of any individual or other characteristic protected by applicable law.

All employees of Fayette County are prohibited from engaging in unlawful discrimination. This policy
applies to all terms and conditions of employment, inclu d ing, but not limited to, recruitin g, h iring,
co mp en sa tion , b e nef its, tra n sfe rs, trainin g, p romot ion s, layoff a n d reca ll, dem o tio n , lea ve of
a b se n ce, te rm ina tio n , o p po rtun itie s fo r a d va n cem en t, an d u p grad ing p rom o tion a n d oth e r te rm s and
co n d ition s of em p loym e nt. An e xce p tio n to th is p o licy m a y o ccu r wh e n a b o n a f ide o ccu pa tio na l
requ ire me n t e xists.

Similarly, Fayette County prohibits retaliation against individuals who have complained of
discrimination, who have assisted in or served as a witness in an investigation into or proceeding
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concerning alleged discrimination, or who have filed any formal action of discrimination. 

Any employee found to have engaged in unlawful discrimination or retaliation in the
workplace or who otherwise violates this policy will be subject to disciplinary action, up to
and including termination of employment.

Any employee with questions or concerns about any type of discrimination or retaliation in the
workplace is encouraged to immediately bring these issues to the attention of their immediate
supervisor, the Human Resource Director, or to any member of the Board of Commissioners.

Court employees are subject to the Unified Judicial System's Code of Conduct and Policy on
Nondiscrimination and Equal Employment Opportunity. Any Court employee with questions about
Equal Employment Opportunity, discrimination or retaliation should contact the Court Administrator.

DIS ABILIT Y/REASONABLE ACCOMMODATION

Faye tt e Cou nty is co m m itte d to com p lying with th e Am e rica n s with Disa b ilities Act (ADA), as
amended by the Americans with Disabilities Act Amendments Act (ADAAA, the Pennsylvania Human
Relations Act (PHRA), and all applicable federal and state fair employment practices laws, and is
committed to e n su rin g e qu a l op p o rtu n ity in em p lo ym e n t fo r qu a lif ied p erson s with d isab ilit ies.
Consistent with this commitment, Fayette County will provide a reasonable accommodation to an
employee or applicant with a disability unless doing so will create an undue hardship for Fayette
County.

A n y e m p l o y e e o r a p p l i c a n t w h o b e l i e v e s t h e y n e e d a n a c c o m m o d a t i o n b e c a u s e o f a d i s a b i l i t y 
s h o u l d r e q u e s t a r e a s o n a b l e a c c o m m o d a t i o n t h r o u g h t h e H u m a n R e s o u r c e s D e p a r t m e n t . A l t h o u g h 
t h e r e q u e s t m a y b e m a d e o r a l l y o r i n w r i t i n g , F a y e t t e C o u n t y e n c o u r a g e s e m p l o y e e s t o m a k e t h e i r 
r e q u e s t   i n   w r i t i n g   a n d   t o   i n c l u d e   r e l e v a n t   i n f o r m a t i o n ,   s u c h   a s : 

 A   d e s c r i p t i o n   o f   t h e   a c c o m m o d a t i o n   y o u   a r e   r e q u e s t i n g ; 
 T h e   r e a s o n   y o u   n e e d   a n   a c c o m m o d a t i o n ; 
 H o w t h e a c c o m m o d a t i o n w i l l h e l p y o u p e r f o r m t h e e s s e n t i a l f u n c t i o n s o f y o u r 

j o b ;   a n d 

 T h e   a n t i c i p a t e d   d u r a t i o n   o f   t h e   r e q u e s t e d   a c c o m m o d a t i o n . 

A f t e r r e c e i v i n g y o u r o r a l o r w r i t t e n r e q u e s t , F a y e t t e C o u n t y w i l l e n g a g e i n a n i n t e r a c t i v e d i s c u s s i o n 
w i t h y o u a n d / o r y o u r t r e a t i n g m e d i c a l p r o f e s s i o n a l s t o d e t e r m i n e i f t h e r e i s a s u i t a b l e r e a s o n a b l e 
a c c o m m o d a t i o n t h a t c a n b e m a d e t o a l l o w y o u t o p e r f o r m t h e e s s e n t i a l f u n c t i o n s o f y o u r j o b t h a t 
w i l l   n o t   i m p o s e   a n   u n d u e   h a r d s h i p   o n   F a y e t t e   C o u n t y .     

I n c o n n e c t i o n w i t h t h e i n t e r a c t i v e d i s c u s s i o n , y o u m a y b e r e q u i r e d t o p r o v i d e m e d i c a l 
s u b s t a n t i a t i o n o f t h e n e e d f o r , t y p e o f a n d d u r a t i o n o f t h e r e a s o n a b l e a c c o m m o d a t i o n s o u g h t . Y o u 
m a y a l s o b e r e q u i r e d t o s i g n a m e d i c a l r e l e a s e t o a l l o w F a y e t t e C o u n t y t o o b t a i n m e d i c a l 
i n f o r m a t i o n f r o m y o u r t r e a t i n g m e d i c a l p r o f e s s i o n a l ( s ) c o n c e r n i n g w h e t h e r y o u a r e a q u a l i f i e d 
i n d i v i d u a l   w i t h   a   d i s a b i l i t y   a n d   a n y   r e a s o n a b l e   a c c o m m o d a t i o n   s o u g h t .   

A l l m e d i c a l r e c o r d s a s s o c i a t e d w i t h a n y i n d i v i d u a l ’ s d i s a b i l i t y a n d r e q u e s t f o r a r e a s o n a b l e 
a c c o m m o d a t i o n w i l l b e k e p t c o n f i d e n t i a l a n d w i l l o n l y b e d i s c l o s e d t o t h o s e w i t h a l e g i t i m a t e 
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1 Employees in who work in other locations should check with Human Resources for the designated location.

b u s i n e s s   n e e d   t o   k n o w   t h e   i n f o r m a t i o n .   

Do not wait until you are in the midst of disciplinary action or performance counseling to
request a reasonable accommodation for a disability. Advise Fayette County of your
disability and the need for a reasonable accommodation as soon as you are aware of it.

All employees are expected to report for work in a condition fit for duty, meaning that they are
expected to perform their job properly and in a safe and efficient manner. The County Any employee
taking legally prescribed or over-the-counter drugs or medication is responsible for being aware of
any potential effect or impairment such drugs may have on their reactions, judgments, or ability to
perform their duties. If the drug or medication will negatively affect or impair the employee's ability to
perform their job properly or in a safe and/or efficient manner, the employee is responsible for
requesting a reasonable accommodation from the Human Resources Department before working
while using the medication. (Please see the Medical Marijuana section of this handbook for the policy
on medical marijuana.)

In determining whether an employee can safely perform their job, Fayette County will consider
whether an employee poses a “direct threat,” or significant risk of substantial harm to the health or
safety of the employee or others that cannot be eliminated or reduced by reasonable
accommodation.  

Accommodation for Lactating Mothers

As part of our family-friendly policies and benefits, Fayette County supports breastfeeding mothers by
accommodating the mother who wishes to express breast milk during her workday when separated
from her newborn child. For up to (1) year after the child's birth, any employee who is breastfeeding
her child will be provided reasonable break times to express breast milk for her baby. The County
has designated the room located in a private room adjacent to the Ladies Restroom on the Ground
Floor of the Courthouse for this purpose1. A small refrigerator reserved for the specific storage of
breast milk is available. Any breast milk stored in the refrigerator must be labeled with the name of
the employee and the date of expressing the breast milk. Any nonconforming products stored in the
refrigerator may be disposed of. Employees storing milk in the refrigerator assume all responsibility
for the safety of the milk and the risk of harm for any reason, including improper storage, refrigeration
and tampering. Nursing mothers wishing to use this room must request/reserve the room by
contacting the Human Resources Department. Additional rules for use of the room and refrigerator
storage are posted in the room. Employees who work offsite or in other locations will be
accommodated with a private area as necessary. 

Breaks of more than 20 minutes in length will be unpaid, and the employee should indicate this break
period on her time record. 

WORKPLACE HARASSMENT

Faye tt e Coun ty encourages all employees to treat each other with dignity and respect and to act
responsibly in helping maintain a workplace that is free of harassment. The County is co mm itted to
p rovidin g a wo rk e n viro n m en t f re e from unlawful discrimination, ha rassmen t and retaliation. T he
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Cou nty m a int a ins a strict p o licy p roh ibitin g wo rkplace h a rassm e nt o n the b a sis of race , co lo r,
a g e ( 4 0 a n d o l d e r ) , religion , sex (with or without sexual conduct), pregnancy, disability, n a tio na l
o rigin, genetic information, or any other protected status under applicable federal or state
employment discrimination law. In accordance with the Pennsylvania Human Relations Act, the
County prohibits employment discrimination and harassment on the basis of race, color, religious
creed, ancestry, age, sex, national origin or non-job-related handicap or disability or the use of a
guide or support animal because of the blindness, deafness or physical handicap. Fayette County, in
accordance with applicable federal and state law, prohibits retaliation against individuals who have
complained of discrimination or harassment, who have assisted in or served as a witness in an
investigation into or proceeding concerning alleged discrimination or harassment, or who have filed
any formal action of discrimination or harassment.

An y e m p loye e f o un d t o h a ve com m itte d u n l a w f u l discrimination, harassment, or retaliation o r 
o t h e r w i s e v i o l a t e s t h i s p o l i c y will b e sub ject to d iscip lina ry a ctio n , u p to an d inclu d ing
im me d iate  t e rm inatio n .

Harassment consists of unwelcome conduct, whether verbal, physical or visual, on the basis of sex
(with or without sexual conduct), pregnancy, sexual orientation, gender identity, race, color, age,
national origin, religion, disability, protected activity (i.e., opposition to prohibited discrimination or
participation in the statutory complaint process) or other protected status under applicable federal,
state or local employment discrimination law which unreasonably interferes with an individual’s job
performance or otherwise creates an intimidating, hostile or offensive working environment, or which
results in a tangible employment action such as hiring, firing, promotion or demotion. Harassment
may include derogatory remarks, epithets, offensive jokes, the display or circulation of offensive
printed, electronic (e.g., emails, text messages or internet/social media postings), or visual material,
or offensive physical actions. Unwelcome off-duty conduct that carries over into the workplace may
violate this policy.

Unwelcome sexual advances, requests for sexual favors, and other verbal, physical or visual conduct
of a sexual nature constitute unlawful sexual harassment when:

(1) Submission to such conduct is made either explicitly or implicitly a term or
condition of an individual’s employment;

(2) Submission to or rejection of such conduct by an individual is used as the
basis for employment decisions affecting such individual; or

(3) Such conduct has the purpose or effect of unreasonably interfering with an
individual’s work performance or creating an intimidating, hostile or offensive
working environment.

Sexual harassment also includes unnecessary touching of an individual or unwelcome physical
contact such as patting, pinching or brushing against another, subtle pressure or request for sexual
activities, referring to or calling an individual by an endearing, demeaning or sexual term, a display in
the workplace of sexually suggestive objects, pictures, cartoons or posters, graphic verbal
commentaries about or leering at an individual’s body, sexually degrading words used to describe an
individual, sexually explicit, suggestive or offensive comments, jokes or teasing, preferential or
derogatory treatment based on gender, verbal abuse of a sexual nature, physical or sexual assault,
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or other similar behavior. Unwelcome off-duty conduct of a sexual nature that carries over into the
workplace may violate this policy.

All employees are responsible for complying with and helping to enforce the County’s policy against
harassment. Any individual who believes that he or she has been the victim of harassment or who
has witnessed such harassment must immediately  report such conduct to his or her supervisor or to
any of the persons listed below so that the situation can be promptly investigated and remedied. An
employee should not wait until the suspected harassment becomes severe or pervasive. An
employee who is uncomfortable for any reason in bringing such matter to the attention of his or her
supervisor, or who is not satisfied after bringing the matter to the attention of his or her supervisor,
must report the matter to the Human Resources Department. If the employee is uncomfortable with
bringing the report to the attention of an immediate supervisor or the Human Resources Director, the
employee should bring the report to the attention of any member of the Board of Commissioners.
Any supervisor who receives a complaint of harassment or becomes aware of a potential situation
must refrain from taking his or her own action and immediately report the matter to the Human
Resource Director. Any questions about this policy or suspected harassment or retaliation should
also be brought to the attention of the Human Resource Director.

Court employees are subject to the Unified Judicial System's Code of Conduct and Policy on
Nondiscrimination and Equal Employment Opportunity. Any Court employee with questions about
workplace discrimination, harassment or retaliation should contact the Court Administrator. 

The matter will be promptly, thoroughly and impartially investigated and all allegations of harassment
will be kept confidential to the extent possible. The alleged harasser will not have any direct or
indirect control over the investigation. Employees should be aware that the County may use an
outside source to assist in the investigation of such complaints. In any event, an investigation will
include, at a minimum, interviews of the employee who complained of harassment, the alleged
harasser(s), and others who could reasonably be expected to have relevant information. If the
County determines that harassment occurred, it will take immediate and proportional measures to
stop the harassment and ensure that it does not recur.

The County absolutely will not tolerate unlawful workplace harassment or discrimination. The County
also will not tolerate retaliation against anyone who files a bona fide complaint of harassment or
discrimination or who participates in an investigation. Any employee who is determined to have
violated this policy, whether hourly or salary, will be subject to disciplinary action, up to and including
termination of employment.
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Se c tion 3 –  Emplo ym e nt P ra c tic e s

EMPLOYMENT CL AS SIFIC ATION

T he  f o llo wi n g  te rm s  a re  u se d  to  d e scrib e  th e  cla ssif icatio n s  of  Faye tte  Cou n ty  e mp loym e n t sta tu s.

Regular Employees

Regular  Full-Time: An employee who is regularly scheduled to work 37.5 hours or more per week.

Regular full-time employees are eligible to participate in County benefits.

Regular  Part-Time: An employee who is regularly scheduled to work 20 hours or fewer per week and

is compensated on an hourly basis. Regular part-time employees are not eligible for paid time off,

health insurance, dental insurance, vision insurance, or life insurance benefits unless required by

applicable law, collective bargaining agreement or other agreement with the County. Please see the

Human Resources Director regarding specific eligibility.

Non-Regular Employees

Casual  Employee: Employees who are hired to work on an as-needed basis, with no specific set

schedule. Casual employees are not eligible to participate in County benefits other than those

mandated by applicable law.

Temporary/Seasonal: Employees who are hired for a limited period not to exceed 180 days, for

reasons other than to replace a regular, full-time or part-time employee who is absent from work due

to illness or other approved leave. Temporary seasonal employees generally may be scheduled for

up to 37.5 hours per week, though they may be scheduled to work more than those hours.

Temporary/seasonal employees are not eligible to participate in County benefits other than those

mandated by applicable law.

Temporary  Replacement  (Full-Time) – Employees who are hired for a period of not more than 180

days to temporarily substitute for a regular, full-time employee who is absent from work due to illness

or other approved leave and who is reasonably expected to return. Such employees typically are

scheduled to work 37.5 hours per week and may be eligible by law to participate in some County

benefits but are not eligible for paid time off or life insurance benefits unless required by applicable

law or collective bargaining agreement. Please see the Human Resources Director regarding specific

eligibility.

Temporary  Replacement  (Part-Time)  – Employees who are hired on a part-time basis for a period of

not more than 180 days to temporarily substitute for a regular, part-time employee who is absent

from work due to illness or other approved leave and who is reasonably expected to return.

Temporary replacement employees are not eligible to participate in County benefits other than those

mandated by applicable law or collective bargaining agreement.
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Exempt/Non-Exempt Status

I n a d d i t i o n t o t h e a b o v e c l a s s i f i c a t i o n s , e a ch em p loye e is d e sign a te d a s e ith e r exe mp t o r no n -
e xe mp t f rom receiving overtime under  f e d e ral an d  st ate  wa ge a n d h o u r la ws.

Non -e xe m p t  Em p loyee s a re e n title d to o ve rtim e fo r a ll ho u rs wo rked o ve r 4 0 h o u rs in a wo rk we e k
u n de r sp e cif ic p rovisio n s of th e Fair L a bo r Stan d a rd s Act (FL SA) and/or the Pennsylvania Minimum
Wage Act (PMWA). Overtime is calculated at the rate of one and one-half times the employee’s
regular base rate f o r a l l h o u r s w o r k e d over 40 hours. For purposes of overtime compensation, hours
credited for holidays, vacations, personal days, sick days, bereavement leave, and other types of
leaves, whether paid or unpaid, are not included as “time worked” in the base 40-hour period unless
otherwise provided in an applicable collective bargaining agreement. (Please see the Overtime Policy
for more information.)

Exe m p t   Em p loye e s are those employees who, because of their duties, responsibilities and manner
of pay, are “exempt” or not entitled to overtime under the FLSA and PMWA. Exempt employees are
expected to work the hours necessary to perform the duties of their respective position, which may
include time in excess of the normally scheduled County business hours.

If you have questions concerning your exempt or nonexempt status, please contact the Human
Resources Director.

In addition, certain employees who are covered by collective bargaining agreements may be entitled
to additional overtime or other pay in accordance with the terms of the applicable collective
bargaining agreement.  Please contact the Human Resources Director for details.

NEPOTISM/INTIMATE RELATIONSHIPS

Nepotism generally refers to favoritism and partiality granted to relatives in the hiring, promotion,
disciplinary, and firing process. In the context of this policy, certain practices shall be prohibited and
considered Nepotism.

Public confidence in County government requires openness and transparency in all functions.
Concentration of any function of government in any family erodes this public confidence. Nepotism
creates the appearance of impropriety, whether or not any actual improper activities exist or have
occurred, affecting the County’s ability to operate effectively and without hinderances. Potential
personal conflicts from outside of the work environment that carry over to day-to-day working
relationships can also result from Nepotism.

For purposes of this policy, the following definitions apply:

RELATIVE: The term “relative” means father, mother, brother, sister, uncle, aunt, husband, wife, son,
daughter, step-son, step-daughter, son-in-law, daughter-in-law, niece, or nephew (by blood or 
marriage). Relatives by adoption are treated the same as biological relatives.

COMMISSIONER: Any person elected or appointed County Commissioner.
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DEPARTMENT HEAD: Any person supervising a department of Fayette County under the
management of the Commissioner’s office.

PROHIBITIONS:  Effective June 18, 2020:

Any relative of a Commissioner shall be ineligible for employment with the County unless the
individual’s date of employment predated the election of the Commissioner.

Any relative of a Department Head shall be ineligible for employment in the department or office over
which the Department Head supervises.

No person shall be employed, considered for employment, or promoted into a position where such
employment would be under the direct supervision of a relative.

No person shall be employed, considered for employment, or promoted into a position where such
employment would make the person a direct supervisor of a relative.

No person is to take part in actions concerning hiring, disciplining, promoting, or dismissing a relative.

No person shall be employed, considered for employment, or promoted into a position where such
employment would be in a department or closely related department that a Relative is already
employed in. 

EXCEPTIONS:

Nothing in this policy shall pertain to any current employee who was hired on or before June 18,
2020.
In the event this policy is contrary to any existing contract, collective bargaining agreement, or
statutory right of an employee, such agreement or right shall be controlling.

INTIMATE RELATIONSHIPS

In an effort to prevent favoritism, morale problems, disputes or misunderstandings, as well as
potential sexual harassment and retaliation claims, no supervisory employee is permitted to date or
engage in a romantic or sexual relationship (‘Intimate Relationship”) with an employee who is working
directly for or under the direct supervisor of the supervisory employee. The goal of this policy is not to
dictate or otherwise define personal relationships, but to ensure that all employees feel that they are
being treated fairly and equitably. 

If the Intimate Relatio n sh ip is e stab lish e d af ter e m p lo ym e n t, th e s u p e r v i s o r y e mp lo ye e is
resp o n sible to n o tif y Hum a n Re so u rce s, a nd the situ atio n wi ll b e a d d re sse d o n a ca se -b y-ca se
b a sis. Employees generally will not be placed in positions where they work with or have access to
sensitive information regarding someone with whom they have an Intimate Relationship or if there is
an actual or apparent conflict of interest.
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HIRE D ATE  /  ANNI VERS AR Y D ATE  /  SENIORITY D ATE

An employee’s Hire D a te i s th e d a t e that t h e em p loye e b e gins wo rking f o r Faye tte Cou n ty. The Hire
Date wi ll b e u se d to ca lcula te e ligibilit y f o r m o st b e nef its, a nd th e d ate u sed fo r e m p loym en t
ve rif icat ion  o n  a ll  a u th o rized fo rm s a n d go ve rnm e n t rep o rts.

Em p lo ye e s re-h ire d b y th e co u n ty af te r 1 /1/05 wi ll h a ve th e ir p revi o u s p e rio d of con tinu al se rvice
co u n te d to wa r d th e ir len gth of se rvic e , in th e ca lcu lat ion of va ca tio n p a y a n d sick p a y, a s l o n g a s 
t he pe rio d th at th e y we re a b se n t f rom Cou n ty e m p lo ym e nt wa s sh o rter th a n th eir p reviou s p e rio d
of  e mploym e n t  with  t h e Co un ty.

Em p lo ye e s mo ving f rom pa rt -tim e to f u ll -time sta tu s will b e cred ited f o r th e ir se rvice a s a p a rt-tim e
em p lo ye e . The ca lcula tion u s e d t o d e t e r m i n e c r e d i t e d h o u r s wil l d ivide th e employee’s to ta l
n u mb e r of h o u rs wo rked a s a p a rt -tim e emp loye e b y th e employee’s we e kl y h o u rs sch e d u led a s a
fu ll -tim e em p loye e, roun d ed to th e n e xt h igh e st wh o le n um b e r, to d e te rm ine the nu mb e r of we e ks of
p rio r se rvice. T h is “Ad ju sted Dat e Ma d e Full -T im e ” will b e u se d fo r p u rpo se s of va ca tio n a nd sick p a y
ca lcula tio n s.

Se rvice f o r pu rpo se s of p en sion ca lcula tio n a re ou tline d in the retirem en t p lan Summ a ry P lan
D e scrip tion .

PERFORM AN CE  REVIEWS

Fayette County generally conducts annual performance reviews of all employees other than Court
employees. An employee’s annual performance review will be prepared by the employee’s
supervisor and reviewed by the employee’s Department Head or the Department Head’s designee.

A newly hired employee generally will receive written goals and objectives in the sixty (60) days of
employment and generally will have a performance review at their one (1) year anniversary.

Review Process

The performance review process generally functions as described below. Fayette County reserves
the right to modify this process in its discretion.

1. Self-Assessment. Fayette County begins the review process with a self-assessment.
The self-assessment provides an opportunity for employees to characterize
accomplishments since hire or the last review date. These may include goals met or
additional achievements above and beyond expectations.  

2. Performance Ratings. Supervisors will assess, using a variety of job-related factors,
whether employees exceed, meet or fail to meet expectations. Examples of areas of
assessment include:

a. Job knowledge, skills, and abilities
b. Quality of work
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c. Productivity
d. Reliability
e. Communication
f. Work relationships
g. Safety
h. Job performance

3. Goals. Each employee will work with their supervisor to set goals for the coming
review period. Subsequent reviews will take into consideration goals articulated in
prior reviews.

4. Training and Development Needs. The supervisor may suggest or require
additional training and development that may help the employee improve
performance.

5. Employee Comments. The employee will be asked to sign and date the review and
will be permitted to provide written comments in response to the review.  

Performance Evaluations will be maintained in the employee’s personnel file and a copy will be
provided to the employee.

If you have any questions regarding this policy or if you have questions about performance reviews
that are not addressed in this policy, please contact the Human Resources Director.

Court employees should contact the Court Administrator regarding performance evaluations.

OP EN DOOR P OLICY

Faye tt e Coun ty h a s a n “ope n d o o r” po licy for all employees, wh e reb y an employee may inf o rma lly
address  p rob lem s o r co n ce rns  with  their su pe rvisor, Department Head or Human Resources.

Yo u a re e n co u rage d to f i r s t sh a re yo u r co n ce rns, see k info rm atio n , p rovide inpu t, an d reso lve
p rob lem s/issu e s with yo ur im me d iate Su p e rvisor. I f f o r a n y r e a s o n y o u a r e n o t c o m f o r t a b l e b r i n g i n g 
y o u r c o n c e r n s t o y o u r S u p e r v i s o r , y o u m a y r a i s e y o u r c o n c e r n s w i t h y o u r D e p a r t m e n t H e a d o r 
H u m a n   R e s o u r c e s .

Rem em be r, we ca n n ot a d d ress co n ce rns tha t we d o n ot kn o w a bo u t. Yo u m a y u se the Cou n ty’s
O p en  Do o r Policy with o u t fe a r of  rep r isal.

Court employees should address any problems or concerns with the Court administrator.

(Please see the Problem Resolution Policy for the procedure to formally address problems or concerns.
Please see the Equal Employment Opportunity/Non-Discrimination Policy and Workplace Harassment
Policy to address concerns of discrimination, harassment and retaliation.)

AC CES S TO  P ERSONNEL FILE S
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Pe rson ne l f iles are th e p rop e rty of Faye tte Cou nty. An employee’s p e rsonne l f ile con ta ins
inf o rma tio n su ch a s t h e job a p p lica tion or resu me , t rainin g records, p e rf o rm a n ce reviews an d o th e r
records relating to e mp loym e nt.

Any current employee may request a review of their personnel file using the procedure outlined in
this policy. Representatives of current employees may also request to review an employee’s
personnel file on behalf of the employee in accordance with this policy, provided that the
representative is authorized to do so in writing by the employee. Fayette County may take
reasonable steps to verify the identity of the employee’s representative to ensure that personnel
information is only provided to authorized individuals.

Any employee who wishes to their personnel f ile must make a written request to th e Hum an
Reso u rce Depa rtme nt to schedule review of the personnel file. Within a reasonable time after
receiving the employee’s written request, Fayette County will provide the employee (or the
employee’s authorized representative) with access to the employee’s personnel file. The employee or
employee representative must review the p e rsonn e l f ile in th e Cou n ty’s H u m a n R e s o u r c e o ff ice a nd
in th e p rese n ce of a rep rese n ta tive f rom th e Hum an Reso u rce Dep a rtm e n t. The employee may be
required to review the file on non-working time. The employee or employee’s representative will be
notified of the designated time and place for inspection of the personnel file. The employee and the
employee’s representative will not be permitted to remove any documents from the personnel file but
may take notes concerning the contents in the file. Employees and employee representatives
generally will not be permitted to make copies of the contents of the personnel file.

PERSONNEL INFORM ATION CH ANGES

It is the employee’s resp o n sibility to p r o m p t l y n o tif y Hum a n Reso u rces of a n y pe rson a l da ta
ch a n ges. Cha n ge s can con sist of the employee’s n am e , a dd ress, te leph on e n um b e r, ma rita l status,
number of dependents, names of dependents, who to contact in case of emergency, and/or
educational accomplishments. Since changes may affect the employee’s benefits, taxes, insurance
status, etc. Please promptly report any changes as soon as possible, preferably within 30 days of the
event.  

SEP AR ATION FROM  EMPLOYMENT

Employment may be terminated voluntarily by the employee or involuntarily by the County.
Employees who voluntarily resign from employment with the County are requested to give the County
the professional courtesy of giving at least ten (10) working days of advance notice and working
during the entire notice period to allow the County time to prepare for the transition of duties. The
Human Resources Department generally will schedule an exit interview with any employee who has
voluntarily terminated employment.

Following either voluntary or involuntary termination, an employee will receive their final paycheck on
the first regular payday following the employee’s last day of employment. To the extent permitted by
applicable law, any vacation time taken in advance of earning it, any outstanding debts owed to the
County or reimbursement of personal telephone calls, shall be deducted from your final paycheck, to
the extent permitted by law.

An em p loye e wh o resign s f rom th e Cou n ty with o n e ye a r o r m o re o f co n tinu o u s se rvice, w h o h a s 
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p r o v i d e d a t l e a s t t e n ( 1 0 ) w o r k i n g d a y s a d v a n c e n o t i c e t o t h e C o u n t y , a n d w h o h a s w o r k e d t h e 
e n t i r e p e r i o d o f a t e n ( 1 0 ) w o r k i n g d a y a d v a n c e n o tice period, will be paid for any va ca tion pa y they
earned but did not use during the year in which employment ends. The County reserves the right to
pay an employee for any advance notice period and in lieu of the employee working.

Unused va cation p a y will n o t b e gran te d to an y e m p loye e who resign s with o u t providing and
working during the entire ten (10) day advance notice period or who is t e r m i n a t e d f o r m iscon d uct or
cause.

Upo n se p a ratio n of em p loym en t, a ll em p loye e s a re requ ire d to retu rn a ll Fayette County d o cu me n ts,
handbooks, u n if o rm s, ke ys, se cu rity ca rds, a n d o th e r p rop e rty to the County at the time of termination.
T o t h e e x t e n t p e r m i t t e d b y a p p l i c a b l e l a w , a n y co st of u n retu rned p rope rty will b e d e d u cte d
f rom  the  em p loye e ’s  f inal p a y.

RELE ASE O F E MPLOYMEN T INFORM ATIO N  AN D EMPLOYMEN T REFE RENCES

Only the Human Resources Department is authorized to respond to requ e sts f o r ve rif icat io n of
cu rre n t an d f o rm e r em p loym en t with Faye tt e Cou nty, employment references on behalf of the County
or information regarding any current or former employee. No other employee, supervisor, manager,
or representative of the County is authorized to respond to such requests.  

If you receive such a request for information regarding any current or former employee, please direct
the inquiry to Human Resources. Resp o n se s t o su ch inqu iries will b e limited to co nf irmation of
d a te s of em p loyme n t an d po sition (s) h eld. W a ge inqu iries a n d /o r requ e sts fo r a d d itio n a l info rma tio n
will o n l y b e p roce sse d if su bm itte d in writ ing a lon g with a sign e d relea se b y th e ind ividu a l wh o is
th e  su b ject  of  th e  inqu iry  u n less  o th e rwise  requ ire d  b y law.
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Se c tion 4 –  Pay and Compensation

SALARY BOARD

The Salary Board must approve all changes in compensation.

Each year the Salary Board will review compensation programs as part of the budget preparation
process and may make adjustments if the Board deems it to be fiscally appropriate. An annual salary
plan will be submitted annually by each Department Head to the Commissioners of Fayette County
for their approval as part of the budget process.

BIWEEKLY PAY

Each employee will be paid every two weeks (every other Friday). Paychecks will be available for
pickup at the employee’s work location unless the employee has elected direct deposit. 

Employees are required to submit an accurate and approved time sheet by the established deadline.
Failure to timely submit an accurate and approved time sheet may result in disciplinary action, up to
and including termination of employment.

OVERTIME

From time to time it may be necessary for the County to require employees to work more than forty
(40) hours in a workweek as business necessitates. In such cases, the County will attempt to provide
as much notice as practicable.

Non-exempt employees who work more than forty (40) hours in a workweek will be eligible for
overtime pay in accordance with the Fair Labor Standards Act (FLSA) and the Pennsylvania
Minimum Wage Act. For purposes of computing overtime, the workweek runs from midnight on
Sunday through 11:59 p.m. the following Saturday. Overtime compensation shall be 1 1/2 times the
employee’s equivalent hourly rate. For purposes of overtime compensation, hours credited for
holidays, vacations, personal days, sick days, jury duty, bereavement leave, or other types of leaves,
whether paid or unpaid, are not included as “time worked” in the base 40-hour period unless
otherwise provided in an applicable collective bargaining agreement.

Any overtime for non-exempt employees must be pre-approved in advance. The employee’s
Supervisor must request advance approval from the Board of Commissioners and receive approval
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2 Any compensatory time accumulated by an exempt employee before November 1, 2020, must be used on
dates approved by the Department Head, or in the case of a Department Head must be used on dates
approved by all three (3) Commissioners, before December 31, 2020. An exempt employee will not be eligible
to use compensatory time on any date when it will be unduly disruptive of County operations. Any approved
compensatory time accrued prior to November 1, 2020 that is not used by December 31, 2020 will be lost.

prior to the work being performed. In the event an employee works more hours than his or her
scheduled work time or overtime without first receiving the appropriate approval, the employee will be
paid for the time worked, but the employee and the supervisor may receive disciplinary action up to
and including termination from employment for working overtime without appropriate advance
authorization.

Exempt employees may be required to work more than their regularly scheduled hours, including
more than 40 hours in a week. However, exempt employees are not entitled to overtime
compensation. 

COMPENSATORY TIME

Non-Exempt Employees

Unless otherwise provided by applicable collective bargaining agreement, non-exempt employees
will be paid for overtime as described above. Under certain limited conditions and only with advance
supervisory approval, certain non-exempt employees of the County may be approved to receive
compensatory time off, at a rate of not less than one and one-half hours for each overtime hour
worked, instead of being paid overtime pay. Any supervisor who approves compensatory time is
responsible for accurately tracking the compensatory time and promptly and accurately reporting the
approved compensatory time to Human Resources. Any employee who has been approved to
receive compensatory time in lieu of overtime compensation will be permitted to use compensatory
time on the date requested unless doing so would unduly disrupt the operations of the County.
Approved compensatory time may be accumulated up to a maximum of forty (40) hours. If an
employee terminates employment with the County for any reason before using any accrued
compensatory time, the compensatory time will be paid in the final paycheck, at a rate of not less
than one and one-half hours for each overtime hour worked to accrue the compensatory time.

Exempt Employees

Exempt employees are expected to perform their duties efficiently and effectively, no matter what
amount of time it takes. There is no legal requirement to pay overtime or compensatory time to
exempt employees. However, in circumstances where an exempt employee has performed unusual
or extraordinary duties (e.g., emergency response, special assignment, or other similar event outside
of regular business hours), the County will consider granting a limited amount of compensatory time
to an exempt employee. 2

Exempt Employees Except Department Heads: An exempt employee must submit any written
request for compensatory time to their Department Head, Human Resources, and the
Commissioners. The written request must explain the unusual or extraordinary duties performed by
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the exempt employee, the amount of time the exempt employee spent performing such duties
outside of regular business hours, and the amount of compensatory time requested. If approved, the
Commissioners will determine the amount of compensatory time, if any, to be granted the exempt
employee. Generally, compensatory time granted to a non-exempt employee will be on an hour-for-
hour basis. The Department Head is responsible for tracking the compensatory time taken by the
exempt employee. The compensatory time must be taken within the following thirty (30) days, and
only with Department Head approval so not to unduly disrupt operations. Any accrued compensatory
time granted that is not taken within thirty (30) days of being approved by the Commissioners will be
lost and will not be paid out upon termination of employment for any reason.  

Department Heads: A Department Head must submit any written request for compensatory time to
Human Resources and the Commissioners. The written request must explain the unusual or
extraordinary duties performed by the Department Head, the amount of time the Department Head
spent performing such duties outside of regular business hours, and the amount of compensatory
time requested. No compensatory time will be granted to a Department Head without the unanimous
approval of all three (3) Commissioners. If approved, the Commissioners will determine the amount
of compensatory time, if any, to be granted the Department Head. Human Resources is responsible
for tracking the compensatory time taken by the exempt employee. The compensatory time must be
taken within the following thirty (30) days, and only with the unanimous approval of all three (3)
Commissioners so not to unduly disrupt operations. Any accrued compensatory time granted that is
not taken within thirty (30) days of being approved by the Commissioners will be lost and will not be
paid out upon termination of employment for any reason.  

PAY RATE CHANGES

Pay rate changes which have been approved in writing by the Board of Commissioners or Salary
Board and the employee’s Supervisor must be submitted by Human Resources within ten (10) days,
using a Payroll Information Form. Records of pay rates and changes are kept in the Payroll
Department and in the employee’s personnel file.

PAY CORRECTIONS

The County intends to comply with all applicable federal and state wage laws. All reasonable steps
are taken to ensure that employees receive the correct amount of pay and that employees are paid
promptly on the scheduled payday. In the event that an employee believes that there is any error in
or improper deduction from the employee’s paycheck, the employee should immediately report the
problem to the Human Resources Director, and it will be investigated. In the event that an error has
been made, it will be promptly corrected.

TIMEKEE PING  PROCEDURES

All employees are required to ke ep a n a ccu ra te reco rd of tim e wo rked in o rde r to co rre ctly ca lcula te
em p loye e ’s pa y a n d ben ef its. “T im e wo rked ” is a ll th e t im e a ctua lly sp e n t p e rf o rm ing a ssign e d
d u tie s. Employees are responsible for recording all hours worked in order to ensure that they are
accurately paid for all hours worked.
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Employees must accurately record and report all time wo rked. Employees are to accurately complete
timesheets that are provided by the County and promptly submit timesheets to the County.
Supervisors are responsible for monitoring all time worked by employees and ensuring that time
worked by employees is accurately reported and recorded.

The following rules must be observed:

1. Employees must sign in and out for their own time worked. No employee may sign in
or out for another employee.  

2. Non-exempt employees must sign in and out at lunch breaks. The employee must be
signed out upon cessation of work and the employee must be signed in when
returning to work.  Signing in and out at the same time is not allowed.

3. Employees must sign in when they are ready to start working.

4. Any errors or accidental omissions on the timesheet which require correction must be
signed by the supervisor and the employee.

5. Tardiness, including late reports and returning to work late after lunch or breaks, and
early departures will be considered on the same basis as absenteeism.

6. Employees who the premises during work hours for reasons other than County
business must sign out when leaving, sign in when returning, and report their
departure and return to their supervisor.

7. Employees generally are expected to be at their workstations and ready to begin work
at 8:00 a.m., unless another schedule has been approved by the employee’s
Supervisor, Department Head, or Human Resources.

8. Employees must accurately report all time worked.

9. No employee or supervisor may direct another employee to under-report, over-report,
falsely report, or inaccurately report the amount of time an employee actually worked.

10. Under no circumstances should any employee record or change another employee’s
time. No one, including a supervisor, is permitted to change an employee’s time
unless the employee reports an error or requests an adjustment. 

Department Heads are responsible for submitting employee time sheets to the Controller’s office the
Friday preceding every payday. All overtime and jury/witness duty pay requests must be
accompanied by the proper authorization forms and documentation. 

Exempt employees’ time sheets will serve as a daily record of attendance or absence. Pay will not be
altered based on the times signed in and out within a workday.

The County reserves the right to implement digital timekeeping with the advancement of technology.
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Alte rin g, f a lsif ying, ta m p e rin g with tim e reco rds, o r a n y other viola tio n of this policy will resu lt in
d iscip lin a ry a ctio n, up  t o a nd  in clud in g t e rmina tio n of  e mp loym e nt.
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Se c tion 5 –  Emplo ye e  Conduct

PROBLEM RESOLUTION

Occasionally, employees experience problems or have concerns that have not been resolved
through the informal Open Door Policy (Please see Open Door Policy) or other means. In those
circumstances, employees may formally submit their complaints through the Problem Resolution
procedure described herein.

PLEASE NOTE:

The County’s policies prohibiting discrimination, harassment, and retaliation are outlined earlier in
this Handbook. Employees who feel they have been discriminated against, harassed, or retaliated
against in the workplace should refer to the County’s Equal Employment Opportunity policy and
Workplace Harassment policy for the proper procedure for reporting discrimination, harassment, and
retaliation. Employees who are qualified individuals with a disability and need a reasonable
accommodation should refer to the County’s policy on Disabilities Accommodations policy for
information on requesting a reasonable accommodation.

Bargaining unit employees should refer to the Grievance Procedure in the applicable collective
barging agreement.

Court employees should address problems or concerns with the Court Administrator.

Problem Resolution Procedure:

Step One – T he em p lo ye e sh o u ld su bm it t h e i r com p laint in writi n g to t h e i r sup e rvisor. It is th e
su p e rvisor’s resp o n sibility to e n su re th a t a n y co m p lain t receive s p rom p t a tt en tio n. It is of the u tmost
im po rtan ce tha t in a ll insta n ce s th e sup e rvisor n o tif ies th e em p loye e of th e a ction ta ken to co rre ct th e
situ atio n .   T h e em p lo ye e will rece ive a writt e n e xp lan a tio n, generally with in  f ive (5) wo rkin g d a ys.

Step Tw o – An e mp loye e wh o f e e ls t h e i r co m p la int ha s n ot receive d a d e qu a te a tte n tion in Step
One , o r h a s a co mp lain t a bo u t t h e i r su p e rvisor, m a y d irect th e com p laint to the Dep a rtm e n t He ad o r
t h e i r  de sign e e .

Su ch com p laints a re to b e m ad e in writin g, i n clud ing co p ies of the Su p e rvisor’s resp o n se, generally
with in f i v e (5) wo rkin g d a ys of the ir Sup e rvisor’s resp o n se . Th e De p a rtm e nt Hea d o r de sign ee wi ll
re vie w th e com p lain t an d a rran ge a m e eting with th e e mp loye e, generally with in f ive (5) wo rkin g
d a ys o f rece iving th e co m p la int . T he Depa rtm e nt Head o r d e sign ee w i l l p rovide the e m p lo ye e a
writt e n  decisio n, generally  with in  f ive  (5) wo r king d a ys f o llo wing t h e m e etin g.

Step Three – An em p loye e wh o f ee ls t h e i r co m p la int h a s n o t rece ive d a d e qu ate a tt en tio n in S te p
T wo , o r ha s a com p laint a bou t t h e i r supe rvisor, m a y d ire ct th e co mp lain t to t he Comm issio n e rs o r
th e ir de sign e e .

Su ch com p laints a re to b e ma d e in writin g and inclu d e co p ies o f th e Su pe rvisor’s a n d Dep a rtm e n t
Hea d’s resp o n se s, generally with in five (5) working days of their Dep a rtm en t Hea d ’s resp o n se . T h e
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3 No County employee may engage in outside employment while on paid leave from the County unless 
expressly approved in advance by the Commissioners.

Co mm ission e rs o r the ir d e sign e e will re vie w th e com p laint a nd a rra n ge a m e etin g with th e
e mp lo ye e, generally with in f ive (5) workin g d a ys o f rece iving th e com p lain t. T he Commissioners
or their de sign e e will p rovide t h e em p loye e a writt e n d e cisio n, generally with in f ive (5) wo rkin g d a ys
f o llo wing  t h e m ee tin g. T he  d e c i s i o n   o f   t h e   Comm issio n e rs or their de sign e e is f ina l.

The County reserves the right to deviate from the aforementioned steps and generally stated time
frames, depending on the circumstances.

ETHIC AL S T AN D ARD S P O LICY

Faye tt e Co un ty e xp e cts its e mp loye e s to p ractice p rope r eth ical cond u ct a t a ll t im e s with sp e cial
att e ntio n to  th e f o llo wing ite m s:

Ou tsid e Em p loym en t3

No e m p loye e sha ll rece ive a n y inco m e f o r em p loym en t in a d d itio n to Cou n ty e m p lo ym e n t th a t in an y
wa y co n f licts with Cou n ty e m p loym e nt. In pa rticu lar, there sh a ll b e n o inco me wh e re th e re is a ctua l,
o r th e ap p ea ran ce of , co nf lict of inte rest o r inf lue n ce a sse rte d wh ich wo u ld a ff e ct his or her Cou n ty
p o sition . App e a ra nce s of a co nf lict of int erest m a y b e a vo ide d by a fu ll d isclo su re, co up led with a n
a d visor y  o p inio n  f rom  th e  State  Eth ics  Comm ission a n d /o r the  Co un ty S o licito r.

Pu b lic Off icia ls a nd em p loye e s wh o a re co ve red u nd e r The Pub lic Of f icia l a nd Emp loye e Eth ics Act
“Eth ics Act,” 6 5 PA. C. S. 1 10 1 et se q. sh a ll d isclo se to the Chief Clerk th e p rese n t so u rce (or
p ro sp e ctive so u rce) of an y inco m e an d /o r co nside ratio n n o t o b ta ined f rom the Cou n ty if tha t incom e
a nd /o r co nside ratio n will b e f rom p e rf o rm ing se rvice s invo l ving th e sa m e skills, kn o wled ge , o r
p rofe ssion a l  ce rtif icat io n  as  th a t  u tilize d  in  th e ir Cou n ty e mp loym e nt.

Conf lict  of  In te rest

A co nf lict of  in te rest  is d ef ine d a s an y o f  the fo llo wing:

1 .   An y a ct in viola tio n of sta te la w, sta te re gu lat io n s o r a dm inistrat ive rulin gs relat e d to
co nf licts  of  inte rest.

2 .   Rece ipt of an y b e n ef it from no n -Coun ty so u rce s wh ich inf lu e n ce s, o r likely wo u ld
inf lu e n ce ,  on -the -job  de cisio n m a king b y a  Co u n ty em p loye e .

3 .   An y b e n ef it resu lting in p e rsona l ga in a s a r e su lt of Co u nty e m p loyme n t, e xce p tin g
rem un e ration f rom  th e Cou n ty e a rne d a s an  em p loye e .

4 .   An y a ct  tha t  is con trary t o  th e b e st  in te rest of  th e  Cou n ty.

Conf iden tia lity

Inf o rm a tion , d e cision s a n d p e rson a l ma tt e rs wh ich a re, a s a m att e r of law, co n side red co nf ide n tia l
sh a ll no t be d isclo sed b y a n em ploye e e xce p t a s p e rm itte d b y law. No Cou n ty d o cum en ts sh a ll b e
re m o ve d f rom the off ice wh e re th e p e rson is e m p loye d u n less p e rm issio n h a s be e n gran te d b y the
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Dep a rtm en t Hea d , Row Of f ice r o r e qu iva len t. No Cou n ty d o cum en ts, exce p t p u b lic reco rds, m a y b e
co p ie d  un less  p e rm issio n h a s  be en gran te d  b y a  Ro w Off ice r or Co un ty Co m m issio n e r.

Inf o rm a tion a cqu ire d co nf ide n tia lly th rou gh th e p e rf o rm an ce of Cou n ty job d u tie s sh ou ld n o t b e
u se d f o r m a king p riva te  p rof it.

Court employees should consult with the Court administrator regarding the confidentiality of Court
documents.

Gif ts a nd  Fa vo rs

No e m p loye e sho u ld e ve r a cce p t, f o r themself o r their f a m ily, fa vo rs o r b e n ef its u n der circu m stan ce s
th a t migh t b e con strued b y a rea so n ab le p e rson a s inf lu e n cin g the p e rf o rma n ce of t h e i r co u n ty
d u tie s. T he f o llo wing situ a tio n s a re e xc e p tio n s to th at ge n e ral p roh ibition , p ro vide d th a t the item of
va lue is n o t gi ve n o r o ff e red with th e int en t to inf lu e n ce a Fa ye tt e Cou n ty e mp loye e , clie nt or sup p lie r
in  co n ne ction  with  a n y t ran sa ction .

1. An em p loye e m a y a cce p t ad ve rtising o r p rom o tion a l m a te ria l of a n o m in a l va lue (f o r
e xa m p le, pe n s, calen d a rs, n ote pa d s a nd sim ila r item s). Dep a rtm e nt Hea d s a re t o se t u p
p roce du re s t o e n su re t ha t  th e se m ate ria ls a re d istrib u te d  e qu itab ly.

2. An employee may accept discounts or rebates on services or merchandi se that do not
exceed those generally available to other customers. Department Heads are to set up
procedures to ensure that these discounts are distributed equitably.

3. An employee may accept civic, charitable, educational or religious organization
awards of reasonable value in recognition of service or accomplishment.

4. Em p lo ye e s sh o u ld d iscu ss a n y gif t o r o th e r th ing o f va lue , wh ich is n o t co ve red b y
th e ab o ve e xce p tion s, with th e Dep a rtm ent Hea d in a d va n ce . If a n em p lo ye e sh o u ld
rece ive an y ite m , wh ich is in viola tion of th is p o licy, h e o r sh e sh ou ld im me d iate ly
rep o rt it to the Dep a rtm e nt He a d . W hen e ve r p o ssible , the gift sh o u ld n o t b e
a cce p te d un til th e Dep a rtme n t Hea d ’s au tho riza ti o n ha s b een received. If the
ref usal or return of the gif t is not possi ble, the employee may be instructed to arrange
for the donation of the gif t to a charitable organization.

Misuse  of  Pe rsona l Service s a n d /o r Co un ty P rop e rty

No p u b lic off icia l, De pa rtm en t Head , o r Su pe rvisor sh a ll rece i ve , requ e st, en co u rage o r o th e rwise
a llo w a n y Cou n ty e m p lo ye e wh o m the y su p e rvise (d ire ctly o r ind ire ctly) to p rovide se rvices o f a
p e rsona l n a tu re to them . Requ e st to p rovide su ch se rvice m a y b e grou n d s fo r d iscip lin a ry a ctio n
up to a n d includ ing te rm in a tion . This inclu de s an y a ct of in tim idatio n , u nd u e inf lu e n ce s o r
coe rcio n .

Cou n ty em p loye e s m ust rep o rt an y su gge stio n o r a ct rega rding a re qu e st fo r p rovisio n of p e rsona l
se rvices to th e Presid e nt Jud ge (Co u rt- ap po int ed em p lo ye e s) o r the Hum an Reso u rce Director (n on -
Co u rt-ap p o in ted  de pa r tm en ts).
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Cou n ty m a te ria ls a n d e qu ipm en t ma y b e u tilize d onl y f o r Cou n ty p u rpo se s. Misuse s of m a te ria l
a n d/o r e qu ipm e nt b y a n y Cou n ty e m p loye e m a y resu lt in d iscip lin a ry a ctio n u p to a n d in clud ing
t e rm inatio n .

Em p lo ye e s m a y p rovi d e se rvices o f a p e rso n a l n atu re fo r co -workers; h o we ve r, su ch se rvices m a y
o n ly b e  provide d  o n p e rsona l tim e .

Po litica l Activity a n d  Co n trib u tio n s

T he u se of Co u nty let te rhe ad , off ices, a n d ad d resse s fo r the pu rpo se s of p o litica l a ctivity a n d /o r
solicita tion fo r po litica l o r no n -go ve rnm e n ta l p u rpo se s is st rictly p roh ibite d .

No e mp loye e sh a ll so licit o r b e so licited fo r p o litica l con trib u tio n s a s a co nd ition of e m p lo ym e n t o r
with th e int e n t of p rovidin g f avo rs o r p ref e ren tia l trea tmen t to a n y p e rson in th e p e rf o rm a n ce of the
e mp loye e ’s go ve rnm en ta l du tie s.

Em p lo ye e s m a y m a ke p e rsona l p o litica l co n trib u tion s, a s pe rm itte d by la w, b u t sh a ll n o t do so with
th e int e n t of be ing reim b u rsed b y the co u n ty o r rece ivin g a p e rsona l fa vo r o r o th e r b e nef it relate d to
th e ir co u n ty em p loym en t.

No em p loye e sha ll p rom ise to a n y pe rson an y e mp loym e n t, p o sition , co n tract,
a p po intm e nt, com pe n sa tio n , o r oth e r be n ef it, p rovide d b y o r re lat e d to Co u nty go ve rnm e n t, a s
co n side ratio n , f a vor o r re wa rd f o r a n y p o litica l a ctivity o f a n y ki n d . T h is inclu de s the so licita tio n
of  po litica l co n trib u tio n s o r vo te r re gistration s.

Exce p t a s p rovide d b y law o r writte n Cou nty p o licies, n o e mp loye e sh a ll d e p rive , a tte mp t to
de p rive o r th reaten to d ep rive a n y p e rson of an y e m p loyme n t, p o sition , co n tract a p po intm e nt,
co mp en sa tio n o r o the r b e nef it, p rovide d b y o r relate d to co u nty go ve rnm e n t, so lely d u e to a n y
p o litical a ctivit y o f a n y kind , o r lack th e reof , inclu d ing th e so licita tion of p o litica l co ntrib u tion s or vo te r
re gistration s .

No e mp loye e sha ll e n ga ge in t he fo llo wing a ctivities d u rin g t h e em p loye e ’ s wo rkin g h o u rs d u rin g a
da y t h e  em p loye e  is a ctive l y wo rkin g:

1 .   Circulatio n  of  n om ina tin g p e titio n s;
2 .   So licita tio n of  p o litica l co n trib u tio n s;
3 .   So licita tio n of  vo te r re gistration s.
4 .   En ga ge  in  an y t yp e  of  p o litica l a ctivit y/e lect ion .

T he  S ta te E th ics Act

T he Sta te Eth ics Act requ ire s ce rtain p ub lic e m p lo ye e s to f ile a Sta teme n t of Fin an cial In te rest
o n a n a nn ua l ba sis with t h e Co un ty’s Chief Clerk. A p u b lic em p loye e wh o m u st n o rma lly f ile th is
f o rm is o n e wh o is em p loye d b y the Cou n ty a nd wh o is resp on sible for ta king o r recomm e nd ing
off icia l a ctio n in a d e cisio n- ma king ca pa city, n o t m e rely the ca rryin g o u t of e xisting p o licies o r
p roced u res. For qu e stio n s on wh e th e r yo u ne e d to f ile a S tatem en t of Fin an cial I n te rest, co n ta ct th e
Cou n ty S o licito r .
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Com p lian ce  with  S tate Cod e of  E th ics

It m a y b e a p p rop ria te , a t tim e s, f o r a qu e stio n of e th ics to b e a dd resse d d ire ctly b y th e
Pe n n sylva n ia Sta te Eth ics Com m ission (PSEC). An o p inio n from th e PSEC is no t d e te rm inative a s t o
wh e th e r a n  ind ividu a l h a s co mp lie d  with  t he  S ta te  E th ics L a ws.

Ap p lica b ility of  th e  Eth ica l Stan d a rds

T he se Eth ical Sta nd a rd s a pp ly to a ll Cou n ty e m p lo ye e s o ve r wh ic h th e Bo a rd of Cou n ty
Comm issio n e rs h a s su p e rvisory a u th o rity. Sp e cif ic d e pa rtme n ts m a y req u ire a dd itional e th ical
sta nd a rds  tha t a re  u n iqu e  to  th e ir p rofe ssion a l  d iscip line  with  Com m issio ne r a p p rova l.

Exclud e d wo u ld b e the Ju d icia l Bran ch, Electe d Off icia ls, Row Of f ice rs a n d an y o th er ind ividu a ls wh o
b y la w wo u ld n o t be co ve red . T he jud icia ry h a s its o wn Cod e of Ju d icial Con d u ct, p rom u lga ted b y
th e Pe nn sylva n ia Su p rem e Cou rt. T h e e le cte d Ro w Of f icers a re e lect ed rep resen tatives of the
citize n s of Faye tt e Cou n ty a n d ca nno t b e m ad e su b ject to a co d e of eth ics p rom u lga te d b y th e
Cou n ty Comm issio n e rs. T h e Ro w Of f ice rs a re su b ject to t he requ ire me n ts of th e Pe nn syl va n ia
State E th ics Act.

Rep o rtin g V iola tio n s of  th e Eth ics Stan d a rds

Eve r y e m p loye e o f th e Cou n ty is u n d e r a n o b liga tio n to d isclo se to th e ir Dep a rtme n t Head, Row
Of f icer, Chief Clerk, o r Coun ty Comm issio n e r an y viola tio n of th e Eth ics Sta n da rds. T he ob liga tio n
e xists wh e n th e e mp loye e witn e sse s the viola tio n o r h a s re ce ive d rea so na b le inf o rma tion t h a t a
viola tio n h a s o ccu rre d .

T o th e grea te st e xte nt p o ssible , th e id e ntity of the p e r so n repo rting th e viola tio n will b e ke p t
co nf id e ntia l. An e m p loye e wh o f a ils to rep o rt a viola tio n is b rea ch ing th e p ub lic’s trust a n d is su b ject
t o d isciplin a ry a ctio n .

W histleb lowe r Prote ctio n

T he Co u nty wil l n o t reta lia te a ga inst an em p lo ye e wh o rep o rts, o r will rep o rt, a n in sta n ce of
wro n gd o ing fo r wa ste o r su sp e cte d viola tio n of loca l, sta te o r fe de ral law to th e em p loye r o r to a
go ve rnmen ta l a u tho rity. Em p loye e s wh o p a rticipa te in a n inve stiga tio n , inqu iry o r h e a rin g b y a
go ve rn m e nta l a ge n cy a re s im ila rly p rote cte d . The Cou nty n e e d n ot co m pe n sa te an e mp loye e wh o
p a rticipa ted in su ch a n inve stiga tion , inqu iry o r h e a rin g f or th e h o u rs m issed f rom wo rk un less
o the rwise  requ ire d  t o  b y la w.

Pe n a ltie s f o r Viola tion of  t he  Eth ics Sta nd a rds

All su sp e cte d viola tion s will b e inve stiga te d b y the Chief Clerk wh o wi ll rep o rt t h e i r f ind ings to th e
Boa rd of Com m ission e rs. T he resp on sibility f o r m aking a d e te rm ina tio n as to wh e th e r th e re h a s
b e en a viola tio n is th e Cou n ty Comm issio ners’, in co n jun ctio n with th e Chief Clerk, So licito r,
Depa rtme n t He a d o r Row Of f ice r f o r th e releva n t em p loye e. Progressive d iscip lin a ry p roce d u res will
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a p p ly.

This Ethical Standards policy is not intended to preclude or dissuade employees from engaging in
legally required activities or activities protected by state or federal law, including the Pennsylvania
Labor Relations Act, such as discussing wages, benefits, or terms and conditions of employment,
forming, joining, or supporting labor unions, bargaining collectively through representatives of their
choosing, raising complaints about working conditions for their and their fellow employees’ mutual aid
or protection.

USE  O F COUNTY TE LEP HONE  AND O FFICE E QUIP MENT

Fayette County’s telephones and office equipment are the property of the County. County

telephones, computers, and office equipment are generally to be used for Fayette County business

use only.  

The following rules apply to the use of County telephone and office equipment:

1. Personal telephone calls are discouraged but are allowed on an emergency basis.
Employees are to practice discretion in using the County’s telephones.

2. Any use of the County telephone is not to interrupt business operations or take
employees away from their assigned duties.

3. Long distance and/or toll calls are not to be made on County phones.

4. Personal use of the County’s photocopiers, fax machines, cell phones, computers,
cameras, mail service, computer files and software for commercial, religious, political
or other non-business purposes is prohibited.  

Violation of any provision of this policy may result in disciplinary action, up to and including
termination of employment.  

ELECTRONIC S YSTEMS  AND I NTERNET  U S AGE  P OLICY

Fayette County employees are provided access to computers, e-mail and voice mail systems and the
Internet. This is for the benefit of the County, to help the County in the conduct of its business and to
fulfill its mission.  

The computer, hardware, software, e-mail system, phone system, and voice mail system to which
employees are given access are Fayette County property. All documents stored on County
computers are and remain County property. 

All contents of Fayette County’s electronic and internet resources and communications
systems are the property of the County. Therefore, employees should have no expectation of
privacy whatsoever in any message, files, data, document, facsimile, telephone conversation,
social media post, conversation or message, or any other kind of information or
communications transmitted to, received or printed from, or stored or recorded on Fayette
County’s electronic information and communications systems. Do not use Fayette County’s
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electronic and internet resources and communications systems for any matter that you desire
to be kept private or confidential from Fayette County.

Fayette County reserves the right, for legitimate business reasons including enforcement of this
policy, to review, audit, intercept and access all documents stored on County computers and all
messages created, received or sent for any purpose over the County's computer, e-mail, internet,
voice mail, phone or electronic system. Computer documents or the contents of e-mail properly
obtained for legitimate business purposes may be disclosed for legitimate business reasons without
the permission of the employee who created, stored, received or sent the document or e-mail. Do
not assume that erased messages cannot be retrieved.  

All passwords for County-provided devices and accounts must be disclosed to the Department Head,
IT Administrator or Human Resources upon request.

Notwithstanding the County's right to retrieve and access documents on County computers, e-mails
and other electronic systems for legitimate business reasons, Fayette County employees are
prohibited from using and/or accessing the contents of another employee's computer or e-mail
messages unless they have their supervisor’s authorization to do so.  

Supervisors should monitor all computer, e-mail and Internet usage by employees as far as it is
practical and ensure compliance with the above policy. Employees should exercise common sense in
using the County computer system. For example, the confidentiality of documents and messages
should be protected as they are logged into the computer system just as an employee would protect
hard copies of confidential information from disclosure.

Because of the risk of outside viruses and applications that may conflict with the County computer
systems, employees may not add to or augment their work systems or settings with any personal
software.  

In order to protect documents, e-mails and other computer information from unauthorized access,
employees are not to give their passwords to any co-worker or a third party.

Department Heads, IT Administrator or Human Resources may request passwords securing County
property including computers, documents, email and phone systems for a legitimate business
purpose.

Employee shall not use the Fayette County electronic systems to:

 Engage in any conduct that violates any Fayette County policy including, but not
limited to, its policies addressing workplace discrimination, harassment and/or
retaliation, workplace violence, and/or ethics;

 Make any statement relating to the employee’s position with the County that interferes
with the efficient functioning of the office/Department where the employee works or
that has a detrimental impact upon the employee’s working relationship with the
persons served by the office/Department where the employee works;

 Engage in vulgar or abusive language, personal attacks of any kind, or offensive
terms; targeting individuals or groups;

 Endorse commercial products, services, or entities;



30

Fayette County Employee Handbook
November 22, 2021

 Endorse or oppose political parties, candidates, or groups;
 Access or post on social media;
 Make negative statements about residents, either generally or referencing specific

interactions with residents you may have had;
 Discuss any agency or County-related information that is not considered public

information. Note that the discussion of sensitive, proprietary, or classified information
is prohibited;

 Violate any other laws or ethical standards; or

 Impersonate someone other than yourself on County systems.

Violation of any provision of this policy will subject an employee to discipline up to and including
termination of employment.  

SOCIAL MEDIA USE

Fayette County recognizes that the Internet provides unique opportunities to participate in interactive
discussions and share information on particular topics using a wide variety of social media. However,
Fayette County employees should recognize and understand that these types of tools can sometimes
blur the line between professional and personal lives and interactions. Because of this, employees
are reminded that the County’s social media guidelines and existing standards should be taken into
consideration when participating in these activities at any time, but particularly when identifying
themselves as employees of the County or when that conclusion could be drawn that their opinions
are those of the County or impact their work on behalf of the County. 

All Fayette County employees should understand the public and transferable nature of social media,
regardless of security settings. Private communications posted on the internet can easily become
public and Fayette County employees are responsible for understanding the rules and privacy
settings of the sites they use. If you don't want something to become public, do not put it on the
internet—regardless of your security settings. Always consider how something could be construed or
interpreted before posting, particularly where there is some connection to your work on behalf of the
County or the County’s services or mission. While it may only take second to post, it will forever be in
the public domain. Almost everything can be documented or archived. Therefore, even after deleting,
it may later be viewed.

Social media includes all forms of communicating or posting information, content or materials on the
Internet, including without limitation authoring, hosting and maintaining your own blog, posting
messages on your own or someone else’s blogs or social media profiles, bulletin boards, chat rooms,
or any other form of electronic communication; posting comments on publicly accessible message
boards, maintaining a profile on social networking sites, and audio casting or video casting content
which you create. "Tweeting" on Twitter is a form of micro-blogging, as are status or comments
posted via Facebook and such micro-blogging or related behavior is covered under this policy. Also
covered are activities such as “liking” or reposting content that would denote your participation in
communication. The policy is designed to serve as a "catch all" for all social media, even if the
specific media or means is not mentioned specifically herein.

All of Fayette County's policies outlined in this Handbook apply to an employee’s social media use.
Social media should never be used in a way that violates any other Fayette County policies or
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employee obligations. If your social media activity would violate any of Fayette County’s policies in
another forum, it will also violate them in an online forum. Specifically, your social media activity is
subject to discipline when such behavior could have an adverse impact on the performance of your
job duties, the performance of any other County employee’s job duties, or that may otherwise
adversely affect the operation of the County’ s legitimate business. Employees are prohibited from
accessing, posting, or reposting on social media during County working time, unless it is part of the
employee’s official duties.

The following, non-exhaustive, restrictions on social media activities apply to all employees at all
times, and violations may be cause for disciplinary action up to and including termination of
employment: 

• Criminal: Employees shall not engage in any behavior on social media that is
criminal. Criminal charges do not necessarily have to be levied in order for a violation
to occur. Examples include sharing information that is known to be false or making
statements that are defamatory, threatening or abusive. You must also always respect
all trademark, copyright and publication laws.

• Misuse of Position: Employees shall not use their position with the County for
private gain or otherwise in violation of a County, state, local or federal policy in any
social media activity. Additionally, if confusion or doubt is likely to arise regarding
whether your statement is personal or a representation because of your position with
the County, you should expressly state that you are an employee of the County but
that your views are not necessarily those of the County.

• Use of Non-Public Information: Employees shall not engage in or nor allow
for the improper use of nonpublic information. For example, an employee shall not
knowingly permit the unauthorized disclosure of classified information, proprietary
information, the content of confidential or deliberative discussions. Do not
communicate any information that would violate the conflict of interest or ethics rules.
It is your responsibility to determine whether or not your conduct is in compliance with
all such applicable regulations If you have questions regarding the conflict of interest
or ethics rules and compliance, please contact the County Solicitor or Human
Resources Director.

• Political Activity: Employees should consider their position and what types of
political activity are permitted and appropriate. Certain positions are restricted in
making political commentary. Other employees may be permitted to engage in political
activity but only if it does not disrupt of interfere with the efficient functioning of the
County. If you are unsure about what political activity is permitted, you should contact
the County Solicitor or Human Resources Director.

• Discrimination and Harassment: Fayette County prohibits discrimination
against any employee or applicant for employment in regard to any terms or
conditions of employment on the basis of race, color, religion, religious creed,
ancestry, national origin, sex (including pregnancy, sexual orientation and gender
identity), gender, age (40 or older), physical or mental disability, non-job related
handicap or disability, genetic information, the use of a guide or support animal
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because of the blindness, deafness or physical handicap of any individual or other
characteristic protected by applicable law. If it would violate a County policy in another
forum or medium, it is a violation via social media (e.g., offensive derogatory remarks,
epithets, offensive jokes, the display, or circulation of offensive visual material).
Managers and supervisors are expected to conduct themselves in a professional
manner at all times, and to refrain from posting or reposting anything on social media
that could give the appearance of discriminatory bias.   

• Impact on County and Co-workers: Regardless of where the conduct takes
place, behavior that has an adverse impact on an employee or the workplace may
result in discipline. Such conduct that would not be permissible in the workplace is not
permissible by employees online, even if done during non-work hours or away from
the workplace on personal devices. Therefore, employees must avoid making or
participating in communications that have a detrimental impact on their working
relationship with co-workers or others they interact with as a result of their position,
such as residents, or other behavior that interferes with the efficient functioning of the
County.

• Social Media on Behalf of the County: Only those employees who are
specifically directed by their Department Head should ever make a social media
communication on behalf of the County. Such posts and any media responses are
subject to Departmental approval. Employees are not permitted to utilize County
equipment, networks or working time for personal social media purposes (e.g.,
accessing or posting on personal social media). Again, if there is any question about
whether your representation is personal, a clarification should be made stating that
that you are speaking on your own behalf and not as an employee of the County. This
means that you should write in the first person and use your personal contact
information when communicating via social media. If you disclose your affiliation as an
employee of Fayette County, you should also include a disclaimer that your views do
not represent those of the County.

If you discover any violations of this policy, you should contact your supervisor or Human Resources
as soon as practically possible. Managers must document and report violations to Human Resources
immediately.

Nothing in this policy is intended to interfere with your rights under federal, state or local
laws, nor will the County construe this policy in a way that limits such rights. This includes
your rights to discuss wages, hours, or other terms and conditions of employment, forming,
joining, or supporting labor unions, bargaining collectively through representatives of your
choosing, raising complaints about working conditions for you and your fellow employees’
mutual aid or protection or otherwise engage in activity protected by the Pennsylvania
Employee Relations Act or Pennsylvania Labor Relations Act.

If you have any questions regarding this policy, including if you are unsure about a communication
that you would like to make, please contact Human Resources. 

SOLICIT ATION  AND  DISTRIBUTIO N
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In o rde r to p reve n t d isru p tio n s in th e o pe ratio n of the Coun ty, a n d in o rde r to p rotect e m p lo ye e s f rom
ha rassm e nt a nd int e rfe rence with th e ir wo rk, F a y e t t e C o u n t y h a s e s t a b l i s h e d t h e f o l l o w i n g r u l e s 
r e g a r d i n g s o l i c i t a t i o n a n d d i s t r i b u t i o n o f l i t e r a t u r e o r o t h e r m a t e r i a l s o n C o u n t y p r o p e r t y a n d 
d u r i n g     w o r k i n g   t i m e ,   w h i c h   m u s t   b e   o b s e r v e d . 

T h e s o l i c i t a t i o n o r d i s t r i b u t i o n o f l i t e r a t u r e o r o t h e r w r i t t e n m a t e r i a l s b y n o n - e m p l o y e e s o n C o u n t y 
p r o p e r t y i s p r o h i b i t e d a t a l l t i m e s , u n l e s s a p p r o v e d b y t h e F a y e t t e C o u n t y B o a r d o f 
C o m m i s s i o n e r s .   

T h e s o l i c i t a t i o n o f o n e e m p l o y e e b y a n o t h e r e m p l o y e e f o r a n y n o n - C o u n t y r e l a t e d p u r p o s e w h i l e 
e i t h e r e m p l o y e e i s o n a c t u a l w o r k t i m e i s s t r i c t l y p r o h i b i t e d . T h e d i s t r i b u t i o n o f n o n - C o u n t y 
r e l a t e d a d v e r t i s i n g m a t e r i a l , h a n d b i l l s , p r i n t e d o r h a n d w r i t t e n l i t e r a t u r e , s o l i c i t a t i o n s f o r t h e s a l e 
o f g o o d s o r s e r v i c e s , c o n t e s t p r o m o t i o n s , o r r e q u e s t s f o r d o n a t i o n i n w o r k a r e a s i s p r o h i b i t e d a t 
a l l t i m e s . T h e d i s t r i b u t i o n o f t h e s e m a t e r i a l s i n n o n - w o r k a r e a s i s p r o h i b i t e d w h e n e i t h e r t h e 
e m p l o y e e d i s t r i b u t i n g t h e m a t e r i a l , o r t h e e m p l o y e e i n t e n d e d t o r e c e i v e t h e m a t e r i a l i s o n a c t u a l 
w o r k t i m e . W o r k t i m e d o e s n o t i n c l u d e b r e a k s , m e a l p e r i o d s , o r a n y o t h e r p e r i o d s i n w h i c h 
e m p l o y e e s a r e n o t o n w o r k t i m e . A n y s o l i c i t a t i o n o r d i s t r i b u t i o n t h a t t a k e s p l a c e d u r i n g a n o n - 
w o r k i n g t i m e b y e m p l o y e e s m u s t a l s o a d h e r e t o o t h e r C o u n t y p o l i c i e s , i n c l u d i n g b u t n o t l i m i t e d t o 
c o m p l i a n c e w i t h t h e c o n f l i c t o f i n t e r e s t p o l i c y a n d p r o h i b i t i o n s a g a i n s t h a r a s s m e n t , d i s c r i m i n a t i o n , 
i l l e g a l   d r u g s   a n d   a l c o h o l ,   a n d   g a m b l i n g .   

S u p e r v i s o r s a r e t o m o n i t o r a l l w o r k a r e a s t o e n s u r e t h a t s o l i c i t a t i o n p r o h i b i t e d b y t h i s p o l i c y i s n o t 
o c c u r r i n g .   

Non -e mp loye e s a re p roh ibite d f rom ma king u n a u th o rize d visits, so l icita tio n s or d istrib u tio n s
of a n y kind of m a te ria ls o n Cou n ty p rem ises o r to e m p lo ye e s d u rin g th e ir wo rkin g t im e wh e n th ey a re
n o t  on  cou n ty p rem ises.

This policy is not intended to preclude or dissuade employees from engaging in legally required
activities or activities protected by state or federal law, including the Pennsylvania Employee
Relations Act and Pennsylvania Labor Relations Act, such as discussing wages, benefits, or terms
and conditions of employment, forming, joining, or supporting labor unions, bargaining collectively
through representatives of their choosing, raising complaints about working conditions for their and
their fellow employees’ mutual aid or protection.

RULES  O F CONDUCT  AN D DISCIPLINE

Faye tt e Cou n ty e xp e cts p rofe ssiona l, eff icie nt a n d p rod uctive co n d u ct f rom a ll e m p lo ye e s a t a ll tim e s
in th e wo rkplace . E mploye e s a re to p e rf o rm th e ir job s with skill a n d d e d icatio n . A ll e mp loye e s a re
e xp e cte d to act resp o n sibly, a d h e re to th e h igh e st bu sine ss p rin ciple s in m a tte rs of p e rsona l
con d u ct,  an d e xh ibit  a  h igh  de gree of  in te grity  a t  a ll t im e s.

C o r r e c t i v e a c t i o n g e n e r a l l y s h o u l d b e d i s c u s s e d w i t h t h e e m p l o y e e a n d t h e n c o n f i r m e d i n w r i t i n g . 
S u p e r v i s o r s s h o u l d c o m m u n i c a t e r e l e v a n t i n f o r m a t i o n r e g a r d i n g t h e p r o b l e m a n d t h e e x p e c t e d 
r e q u i r e m e n t s f o r c o r r e c t i o n a n d i m p r o v e m e n t b y t h e e m p l o y e e . T h e l e v e l o f d i s c i p l i n a r y g i v e n t o 
t h e e m p l o y e e m a y v a r y d e p e n d i n g o n t h e c i r c u m s t a n c e s , a n d t h e C o u n t y r e s e r v e s t h e r i g h t t o 
i m p o s e a n y l e v e l o f d i s c i p l i n e i t d e e m s w a r r a n t e d b y t h e s i t u a t i o n , i n c l u d i n g t a k i n g n o d i s c i p l i n a r y 
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a c t i o n .   S o m e   o f   t h e   f a c t o r s   t h a t   w i l l   b e   c o n s i d e r e d   w h e n   d e t e r m i n i n g   t h e   l e v e l   o f   d i s c i p l i n e   a r e : 

 w h e t h e r   t h e   o f f e n s e   i s   r e p e a t e d   d e s p i t e   c o a c h i n g ,   c o u n s e l i n g   o r   t r a i n i n g ; 
 t h e   e m p l o y e e ’ s   w o r k   r e c o r d ;   a n d 
 t h e   i m p a c t   t h e   c o n d u c t   a n d   p e r f o r m a n c e   i s s u e s   h a v e   o n   t h e   C o u n t y . 

Except as otherwise provided in an applicable collective bargaining agreement, Fayette County
employees generally are employed “at-will” and the continuation of their employment is subject to
management discretion. Therefore, nothing in this policy provides any contractual rights regarding
employee discipline or counseling, nor should anything in this policy be read or construed as
modifying or altering the employment-at-will relationship between Fayette County and its employees.

In accordance with Section 1620 of the Pennsylvania County Code, elected and appointed row
officers have exclusive authority over matters related to the supervision, discipline and discharge of
any employees who report to the elected official. Any employee of an elected or appointed row
officer with questions about the policies contained in this Handbook or their application to their
specific position or Department should contact the elected or appointed row officer to whom the
employee reports. 

In addition, in accordance with Section 1620 of the Pennsylvania County Code, the Court has
exclusive authority over matters related to the supervision, discipline and discharge of Court
employees. Any Court employee with questions about the application of the policies in this
Handbook to their specific position should contact the Court Administrator. 

SMOKING  POLICY

T he p o licy o f th e Cou nty is to p roh ibit th e smo king o r u se of tob a cco in a n y f o rm , includ ing smoking,
electronic or vaping, ch e wing, rub b ing o r sp itt ing, b y a n y p e rson with in Cou n ty-o wne d , le a sed , o r
rented b u ild ing o r structu ral fa cility. T h is p o licy sh a ll f u rthe r p roh ibit sm o kin g o r u se o f to ba cco in a n y
f o rm , b y a n y p e rson o pe ratin g o r rid ing a s a p a ssen ge r in a n y Co un ty-o wn e d , lea sed , o r re n ted
ve h icle . Smoking and use of tobacco in any form, is also prohibited surrounding buildings and
facilities other than in designated smoking areas. All tobacco and related products must be properly
disposed of. 

Nonexempt em p lo ye e s may u t i l i z e d e s i g n a t e d s m o k i n g a r e a s f o r th e ir two ( 2 ) sch ed u led f if te en (15)
m inu te wo rk -b rea ks d u rin g th e wo rkday. Exempt employees should work with their supervisors to
take smoking or tobacco use breaks that otherwise do not interfere with the business operations of
the County. Emp loye e s ma y a lso u se th e d e sign a ted sm o king a rea s d u rin g t he ir mea l pe rio d o r
b efo re o r af te r wo rk ho u rs. Other breaks for smoking or tobacco use are not permitted. Failure to
return to work in a timely manner from breaks or extended breaks will be considered tardiness under
the County’s Attendance Policy, and violation of this policy may result in disciplinary action up to and
including termination of employment.  

AT TEN D ANCE P OLICY

Em p lo ym e n t a t Faye tte Cou n ty ca rries with i t th e p e rson a l resp on sibility to b e o n th e job on time,
ready to work, e ve r y sch e d u led  wo rkda y.
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Ab se nte e ism a n d ta rdine ss d ire ctly inf lue n ce bo th the em p lo ye e a n d Faye tt e Co u nty’s a b ility to
p rovide se r vic e s to th e p u b lic. Reliable a n d p u n c t u a l a tt e nd a n ce is e xp e cted of a ll e mp loye e s. At
th e sam e tim e, Faye tte Coun t y reco gn ize s th a t u nfo resee n circumsta n ce s a rise th at ca n aff e ct a n
em p loye e ’s a tt en da n ce. Con sequ e n tly, th is p o licy is d e sign e d to a dd ress a tt en d an ce issue s in an
o b je ctive  a n d  re a sona b le m an n e r.

REPORTING AB SEN CE S

1. If a n em p lo ye e is go i n g to b e a b se n t f ro m wo rk , he or she m u st sp e a k
with his or her Su p e rvisor d ire ctly wi th in 3 0 m inu te s of th e sch e d u le d sta rt
tim e . If th e Su p e rvisor is u n a va ila b le, he or she m u st sp e a k with a no the r
d e sign a ted m a na ge me n t rep rese nta tive . T h e em p loye e is e xp e cte d t o
p e r s o n a l l y   m a ke  t he ca ll u n less p h ysically o r m e nta lly u n a b le t o d o so .

2. The employee must state the reason for the absence, and whether the
employee is taking a vacation day, personal day, sick day, FMLA or a
reasonable accommodation of disability in the form of medical leave, and the
anticipated duration of the absence.

3. T he Su p e rvisor wi ll t h e n sign t h e employee o u t fo r th e d a y and advise Human
Resources if the employee needs to apply for FMLA or a reasonable
accommodation of disability in the form of medical leave. (Please note that the
employee also will be required to follow the procedures outlined in the
County’s Disability/Reasonable Accommodation Policy and FMLA Policy).

4. Ab se n ce s will b e conside red u ne xcu se d if th e re is no va lid rea so n f o r th e
a b sen ce , fo r exa mp le:
a. if th e em p loye e h a s no remain ing va ca tio n o r p e rson a l da ys a n d

th e re  is  n o m e d ica l rea son fo r the a b sen ce ; o r
b. if th e em p lo ye e is abse n t fo r a n y rea son an d d o e s no t info rm h is

o r  he r Su p e rvisor; o r
c. if a  requ e st fo r tim e off  is refu se d a nd  th e e mploye e  is a b sen t  an ywa y.

5. An y a b se n ce of the em p loye e fo r mo re tha n th ree (3) co n se cu tive d a ys
generally must be supported by medical substantiation. If the employee is
absent for three (3) consecutive days with o ut co n ta ctin g th e Su pe rvisor, the
absence may  b e  co n sidered  a  vo lun ta ry  resi gn a tio n f rom e m p lo ym e n t.

Unexpected Time Off of Department Heads (illness/emergencies/etc.)

1. The Department Head must contact the Human Resources Department to
provide name, notice of the absence, reason for calling off work (e.g..,
vacation, personal day, sick leave, FMLA, etc.) and the expected duration of
the absence. This must be confirmed in writing. (Please note that the
employee also will be required to follow the procedures outlined in the
County’s Disability/Reasonable Accommodation Policy and FMLA Policy).
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2. The Human Resources Department will then email the Commissioners and
their respective staff, listing the Department Head’s absence from work, the
reason for calling off and the expected duration.

3. An y a b se n ce of the Department Head fo r mo re tha n th ree (3) co n se cu tive
d a ys generally must be supported by medical substantiation.

4. The Human Resources Department will also track the Department Head’s
attendance to ensure excessive absenteeism is not occurring.

In Advance Time Off Requests of Department Heads (vacation/appointments/etc.)

1. Department Heads must send an email to the Commissioners and Human
Resources stating the dates they are requesting off and the reason for the
absence (e.g., vacation, personal day, medical leave, etc.). (Please note that
the employee also will be required to follow the procedures outlined in the
County’s Disability/Reasonable Accommodation Policy and FMLA Policy).

DISABILITY/REASONABLE ACCOMMODATION

If an employee has a disability and needs a reasonable accommodation of that disability, please see
the Disability/Reasonable Accommodation Policy in this handbook.

Employees are required to follow the call-off and reporting off policies listed above for absences due
to disability or reasonable accommodation in the form of medical leave.

FAMILY AND MEDICAL LEAVE ACT (FMLA) LEAVE

Please refer to the Family and Medical Leave Act (FMLA) policy in this handbook, if an employee
must take time off:

 For a serious health condition that makes the employee unable to perform the
essential functions of his or her job;

 To care for a spouse, son, daughter, or parent who has a serious health condition;

 The birth of a son or daughter or placement of a son or daughter with the employee for
adoption or foster care;

 For any qualifying exigency arising out of the fact that a spouse, son, daughter, or
parent is a military member on covered active duty or call to covered active duty
status;

 To care for a covered servicemember with a serious injury or illness, when the
employee is the spouse, son, daughter, parent, or next of kin of the servicemember; or
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 For intermittent leave (i.e., FMLA leave in separate blocks of time or by reducing the
time the employee works each day or week for a single qualifying reason under the
FMLA).

Employees are required to follow the call-off and reporting off policies listed above for absences due
to FMLA Leave.

DISA STE R / I N CLE ME N T W E A THE R

In the e ve n t of d isast er o r se ve re incle m en t we a th e r, sta rt tim e d e la ys, t h e C o u n t y C o m m i s s i o n e r s 
o r t h e i r a u t h o r i z e d d e s i g n e e h a v e d i s c r e t i o n t o d e t e r m i n e e a rly d ism issal o r to ta l off ice clos u re. In
th is e ve n t, th e Comm issio n e rs o r th e ir a u t h o r i z e d de sign e e wil l n o tif y D e p a r t m e n t H e a d s .
D e p a r t m e n t H e a d s will n o tif y th e ir resp e ctive su b o rdina te s. De p a rtm en t H e ad s a re resp o n sible t o
ke ep  curre n t  co nta ct  inf o rm a tion f o r th e ir em p loye e s.

During severe weather, in the absence of Department Head notification, employees are encouraged
to listen for delayed start/closing announcements broadcast over local radio stations pertaining to the
Fayette County offices. Unless employees are notified that their specific office is closed, employees
are expected to report for work as long as they can safely travel.

Em p lo ye e s a re e xp e cte d to ma ke e ve ry a tt e m p t to a rrive a t wo rk o n tim e an d wo rk th e ir regu larl y
sch e d u led wo rkda y as long as they can safely travel. Emp loye e s no tif ied th a t the ir Cou n ty o ff ice is
close d p rio r to th e ir sta rt time wil l n o t rece ive p a y u n less o th e rwise requ i red b y la w or any applicable
collective bargaining agreement. Em p loye e s th a t a re n o tif ied of ea rly d ism issal af te r repo rtin g to wo rk
will b e p a id fo r th e remain de r of the wo rkda y. Em p loye e s un a b le to repo rt to wo rk o n d a ys wh e n th e ir
off ices a re o pe n ma y b e p e rm itte d to ta ke va ca tion o r pe rsona l d a ys a t t h e d iscre tio n of th e ir
su p e rvisor; otherwise, the time will generally be unpaid.

In the case of a publicly broadcast announcement pertaining to a specific building problem,
employees are expected to report for work at their regularly scheduled time, unless otherwise notified
by Department Head.

In  ca se  of  em e rge n cy  th e  Cou nty  m a y  p rovide  tran sp o rta tio n f o r se lect  off ices  critica l  to p u b lic safe ty.

T A RDIN E SS AN D L EA VING  E A RLY

L e a vin g wo rk e a rl y b ef o re the a llo tte d time, taking extended lunch or breaks, or arriving to work
after the scheduled start time without prior authorization or in the absence of an emergency is
co n side red  a  viola tio n  of  the a tt en d an ce p o licy.

Violation of the attendance policy may result disciplinary action, up to and including termination from
employment. The County generally will follow progressive discipline, but it reserves the right to
impose any level of discipline it deems warranted under the circumstances.  

DRUG AND ALCOHOL FREE WORKPLACE

Purpose



38

Fayette County Employee Handbook
November 22, 2021

In compliance with the Drug-Free Workplace Act of 1988, the County of Fayette is committed to
providing a safe, healthy, and productive workplace that is free from alcohol, illegal drugs, or any
other unlawful substance as classified under local, Pennsylvania state, or federal laws while
employees are working for the County, whether on or off its premises. 

Alcohol and drug abuse pose a threat to the health and safety of County employees and to the
security of the County’s equipment and facilities. For these reasons, the County is committed to the
elimination of drug and alcohol use and abuse in the workplace. The County has established a policy
that aims to balance respect for individuals with the need to maintain an alcohol and drug free
workplace. 

To provide awareness about the dangers of drugs and alcohol, the County’s drug and alcohol free
workplace policy, disciplinary action that may be taken if this policy is violated and available
employee assistance, all employees are provided a copy of this policy in the Handbook and such
policy is specifically reviewed during orientation at the time of hire. 

Scope

This policy, unless otherwise specifically stated, applies to all Fayette County employees, and 
where applicable, applicants for employment with the County. 

Certain policies as specified will only apply to the following safety sensitive positions:

 Va n  Drive r  Chief  A du lt P rob a tio n Of f ice r

 W ard en  Assista n t  Ch ief   JPO

 Dep u ty W arde n  Assista n t  Ch ief  APO

 Sh e riff  Dep u ty (In clud in g Ch ief )  Brid ge W orkers (All)

 Chief  Co u rt Se cu rity Off ice r  Ma int e na n ce W o rke rs (All)

 Corre ctio n a l Off ice r  Ferry B o a t  Pilo ts  (All)

 Directo r of  Em e rge n cy
Ma n a ge me n t Age n cy

 Me ch a n ic/Ve h icle In spe cto r

 Ad u lt Prob atio n Off icer I  W orking S u pe rvisor -Br idge

 Ju ve n ile  P rob atio n Off ice r II  FACT  Op e ra tio n s Mana ge r

 9 1 1  Co o rdina to r  FACT T e ch n icia n s (All)

 9 1 1  Dispa tche r  T ran sit V eh icle  O pe rato rs (All)

 Chief  Ju ve n ile  P rob a tio n  Off ice r

A separate, more stringent drug and alcohol policy Supplement also applies to all employees who
operate or are involved in the operation of a Commercial Motor Vehicle and are covered by the
Department of Transportation (DOT) regulations. Employees who are subject to DOT regulations
must follow both this policy and the DOT policy Supplement.

Illegal drug, as used in this policy, means any substance as classified as unlawful under federal,
state, or local laws or the unlawful use or possession of a legal substance, such as abuse of a
prescription or over the counter medication. 
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County premises includes any County property, building, facility, vehicle, equipment or rental.

Although the use of marijuana was legalized under Pennsylvania state law for limited medical
purposes, it remains an illegal drug under federal law. In compliance with state law, the County will
not take adverse action against a job applicant or employee solely on the basis of his or her status as
an individual who is certified as a medical marijuana cardholder. However, medical or recreational
use of marijuana can affect the workplace and therefore, is prohibited, as is any other federally illegal
drug. Additionally, CBD products may contain measurable amounts of THC that may produce a
positive result when tested for marijuana.

Human Resources is responsible for policy administration and any applicant or employee with
questions regarding this policy or any questions regarding drugs, alcohol or testing in the workplace
not covered in this policy should contact HR immediately. 

Prohibited Conduct

The County expressly prohibits the following activities at any time that an employee is either (1) on
duty or conducting County business (either on or away from County's premises), or (2) on County’s
premises (whether or not the employee is working):

 The use, abuse, or being under the influence of alcohol, illegal drugs, or other
impairing substances.

 The possession, sale, purchase, transfer, manufacture, dispensation or transit of any illegal or
unauthorized drug, including prescription medication that is not prescribed to the employee, or
drug-related paraphernalia.

 The illegal use or abuse of prescription or over the counter drugs.

A violation of any of the above is subject to disciplinary action, up to and including
termination of employment.

Prescription and Over the Counter Medications

Nothing in this policy is meant to prohibit the appropriate use of over-the-counter medication or other
medication that can legally be prescribed under both federal and state law, to the extent that it does
not impair an employee's job performance or safety or the safety of others. Employees who take
over-the-counter medication or other medication that can legally be prescribed under both federal
and state law that will impair their job performance, safety, or the safety of others should inform
Human Resources before reporting to work under the influence of the medication if they believe they
need a reasonable accommodation. For more information on how to request a reasonable
accommodation, please refer to the County’s Disability Accommodations Policy.

Required Testing

In furtherance of the commitment to a drug and alcohol free workplace, and the prohibitions on use
and abuse of unlawful drugs and alcohol in the workplace, the County maintains a policy in which job
applicants and current employees may be required to submit to drug and alcohol testing in certain
situations. This policy is intended to comply with applicable laws regarding drug and alcohol testing
and current and prospective employee privacy rights.
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Pre-employment

All offers of employment or transfer to safety-sensitive positions with the County are conditioned on
the applicant or employee submitting to and successfully completing and passing a drug test. 

Reasonable Suspicion

If the County has a reasonable suspicion that an employee’s performance or behavior indicates that
the employee is violating the Company’s alcohol and drug policies, then the County reserves the right
to have the employee undergo drug and/or alcohol testing and/or an immediate medical evaluation to
determine fitness for duty.

Random Testing

Employees in safety -sensitive positions are subject to drug and alcohol testing on a random basis.
The random selection will be completed in a non-discriminatory manner. Employees may not know
about the random testing until immediately prior to the testing. 

Post-Incident Testing

Employees who violate the Company’s safety or security procedures or who are in work-related
accidents may be subject to drug and alcohol testing. This applies even if the incident did not result in
injury to any person or any property damage. Additionally, employees who are returning from any
drug or alcohol related incident, whether such incident was related to on or off duty conduct may also
be subject to such drug or alcohol testing, to the extent permitted by law. 

Testing Procedures

All drug and alcohol testing under this policy will be conducted by an independent licensed testing
facility which will obtain the individual's written consent prior to testing. 

The County will pay for the full cost of all testing of employees. Employees will be compensated at
their regular rate of pay for time spent submitting to a drug and alcohol test required by the County. 

Any employee suspected of violating this policy or subject to testing will be suspended until the
County receives the results of a drug and alcohol test from the testing facility and any other
information the County may require to make an appropriate determination.

Under no circumstances will an employee suspected to be under the influence of drugs or alcohol be
allowed to drive to the testing facility. A licensed manager must transport the employee or arrange for
transportation and arrange for the employee to be transported home.

Consequences of a Positive Test 

Employees who test positive for illegal drugs or alcohol will be subject to discipline, up to and
including termination of employment. Applicants who test positive for drugs or alcohol will have their
conditional job offers withdrawn.
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Consequences for Refusing to Submit to Testing or Failing to Complete the Test

Employees who refuse to submit to testing as required by the County or who fail to complete the test
will be subject to discipline, up to and including termination of employment. Job applicants who
refuse to submit to drug and alcohol testing will be deemed to have withdrawn themselves from the
application process and will no longer be considered for employment.

Searches and Inspections

The County reserves the right to inspect all portions of its premises for drugs, alcohol or other
contraband. All employees and visitors may be asked to cooperate in inspections of their persons,
work areas and property that might conceal a drug, alcohol or other contraband. This right extends to
the search or inspection of clothing, desks, lockers, bags, briefcases, containers, packages, and any
vehicles on County property where prohibited items may be concealed. 

Any illegal drugs or drug paraphernalia may be turned over to an appropriate law enforcement
agency and may result in criminal prosecution. 

Employees who possess such contraband or refuse to cooperate in such inspections are subject to
appropriate discipline, up to and including termination. 

Crimes Involving Drugs

The County prohibits all employees, including employees performing work under government
contracts, from using, manufacturing, distributing, dispensing, possessing, selling or transferring an
illegal drug in or on County premises or while conducting County business. County employees are
also prohibited from misusing legally prescribed or over-the-counter (OTC) drugs. Law enforcement
personnel may be notified, as appropriate, when criminal activity is suspected.

Any employee who is convicted of, plead guilty to or is sentenced for a crime involving an illegal drug
for a violation occurring in the workplace must report the conviction, plea or sentence to Human
Resources within five (5) days. Failure to comply will result in discipline including termination. 

Employees who report a workplace violation will be disciplined and may be required to participate in
a drug assistance or rehabilitation program. The violation must also be reported by Human
Resources within ten (10) days for any employee performing work under a federal contract. 

Employee Assistance Program (EAP)

The County will assist and support employees who voluntarily seek help for substance abuse
(including, but not limited to, misuse of alcohol, illegal drugs, prescription, and over-the-counter
drugs) before becoming subject to discipline or termination under this or other County policies. The
County provides an employee assistance program (EAP) for all employees and their eligible
dependents. 

The EAP is designed to help individuals manage issues that can impact their well-being and work
performance, such as substance abuse, workplace stress, family problems, and other personal
issues.
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The County’s EAP provider is Mazzitti & Sullivan EAP Services. You may call the EAP at 1-800-543-
5080 or access services online at https://www.mseap.com/for-employees/ All communications with
the EAP are confidential.

Treatment is confidential (unless an EAP counselor is required by law to disclose information such as
child abuse) and will not become a part of an employee's personnel records. For more information on
the EAP, contact Human Resources.  

Confidentiality

All records relating to an employee or applicant's drug and alcohol test results will be maintained
separately from the individual's personnel file and only disclosed on a need to know basis. Such
records and information may be disclosed among managers and supervisors on a need-to-know
basis and may also be disclosed when relevant to a grievance, charge, claim or other legal
proceeding initiated by or on behalf of an employee or applicant.

Any applicant or employee with any questions regarding this policy or drugs, alcohol or testing should
contact Human Resources immediately. 

DEPARTMENT OF TRANSPORTATION DRUG AND ALCOHOL POLICY SUPPLEMENT

This Supplement is only applicable to those County of Fayette employees or applicants
whose position is covered under the DOT in relation to the operation of a Commercial Motor
Vehicle. 

Introduction

This Department of Transportation Drug and Alcohol Policy Supplement outlines the specific
rules regarding drugs and alcohol, including use and testing, of employees who operate or otherwise
perform certain safety-sensitive positions relating to the operation of a Commercial Motor Vehicle
(CMV) in accordance with U.S. Department of Transportation (DOT) rules and Federal Motor Carrier
Safety Regulations (FMCSR). It is the policy of the County to comply fully with the regulations
mandating pre-use, random, reasonable suspicion and post-accident drug and alcohol testing in
accordance with regulations issued by the DOT and FMCSR.  

The Supplement applies only to those County of Fayette employees or applicants
whose job requires them to operate a CMV or otherwise perform a safety sensitive position in
relation to the operation of a CMV. Positions and employees or applicants covered by this policy
shall be referred to herein as “drivers”. 

This Supplement contains the requirements of the DOT regulations, except where indicated
that a particular provision is based on the authority of the County. The Supplement is in addition to
other County polices, rules and regulations. Employees subject to the Supplement are expected to
abide by both this Supplement and all other County policies, if other policies and this Supplement
conflict, the Supplement will prevail. 

The County is committed to complying with all relevant federal, state and local laws, including
DOT rules and FMCSR regarding the operation of CMV that meet certain weight, use and capacity
criteria. If any employee has questions regarding this Supplement, they should contact Human

https://www.mseap.com/for-employees/
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Resources immediately. 

Definitions

The following terms shall have these defined meanings as used within this Supplement.

Commercial Driver’s License (CDL):  A special license required of drivers who drive Commercial
Motor Vehicles which meets the following criteria:

 Meets or exceeds 26,001 lbs. gross vehicle weight; or
 Transports 16 or more passengers, including the driver; or
 Transports hazardous materials as determined by the Hazardous Materials Act, 49 USC

5101, and are required to placard the vehicle under the Hazardous Materials Regulations, 49
CFR chapter I, subchapter C. 

Commercial Motor Vehicle (CMV): Any self-propelled or towed vehicle used on a highway (any
roadway or passage which may be available to public transportation at any time, whether on private
or public property) in interstate or intrastate commerce to transport passengers or property when the
vehicle:

 Has a gross vehicle weight rating or gross combination weight (including trailers) rating of
10,001 lbs. or more; or

 Is designed to transport 16 or more passengers, including the driver; or
 Is of any size and is used in the transportation of as determined by the Hazardous Materials

Act, 49 USC 5101, and are required to placard the vehicle under the Hazardous Materials
Regulations, 49 CFR chapter I, subchapter C.

Driver: Any person who operates a commercial motor vehicle. This includes, but is not limited to: Full
time, regularly employed drivers; part-time, casual, intermittent or occasional drivers; leased drivers
and independent owner-operator contractors. For purposes of pre-employment testing, the term
driver includes a person applying to drive a commercial motor vehicle. 

Accident: An accident is defined as an incident involving a commercial motor vehicle in which there
is either a fatality, an injury treated away from the scene, or a vehicle being required to be towed from
the scene.

Breath Alcohol Technician (BAT):  A person who instructs and assists individuals in the alcohol
testing process and operates an evidential breath testing device (EBT).

Confirmation Test: For alcohol testing, a second test, following a screening test with a result of 0.02
grams or greater of alcohol per 210 liters of breath, that provides quantitative data of alcohol
concentration. For controlled substances testing, a second analytical procedure to identify the
presence of a specific drug or metabolite which is independent of the screen test in order to ensure
reliability and accuracy.

Designated Employer Representative (DER): An employee authorized by the County to take
immediate action(s) to remove employees from safety-sensitive duties, or cause employees to be
removed from these covered duties, and to make required decisions in the testing and evaluation
processes. The DER also receives test results and other communications for the County, consistent
with the requirements of 40.3. Service agents cannot act as DERs.
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Evidential Breath Testing device (EBT): A device approved by the National Highway Traffic Safety
Administration (“NHTSA”) for the evidential testing of breath at the 0.02 and 0.04 alcohol
concentrations, placed on NHTSA’s “Conforming Products List of Evidential Breath Measurement
Devices” (“CPL”), and identified on the CPL as conforming with the model specifications available
from NHTSA’s Traffic Safety Program.

Medical Review Officer (MRO): A licensed physician responsible for receiving and reviewing
laboratory results generated by the drug testing and for evaluating medical explanations for certain
drug test results.

Performing a Safety-Sensitive Function: Any period in which the driver is actually performing, ready
to perform, or immediately able to perform any safety-sensitive functions.

Safety-Sensitive Function: Any of the seven on-duty functions set forth in 395.2, listed below:

 All time at a carrier or shipper plant, terminal, facility, or other property, waiting to be dispatch,
unless the driver has been relieved from duty by the employer.

 All time inspecting equipment as required by the Federal Motor Carrier Safety Regulations, or
otherwise inspecting, servicing, or conditioning any commercial motor vehicle at any time.

 All time spent at the driving controls of a commercial motor vehicle.
 All time, other than driving time, spent on or in a commercial motor vehicle.
 All time loading or unloading a commercial motor vehicle, supervising, or assisting in the

loading or unloading, attending a vehicle being loaded or unloaded, remaining in readiness to
operate the vehicle, or in giving or receiving receipts for shipments loaded or unloaded.

 All time spent performing the driver requirements associated with an accident.
 All time repairing, obtaining assistance, or remaining in attendance upon a disabled vehicle.

Screening Test:

 In alcohol testing it means an analytical procedure to determine whether a driver may have a
prohibited concentration of alcohol in his or her system.

 In controlled substance testing it means an immunoassay screen to eliminate negative urine
specimens from further consideration.

Substance Abuse Professional (SAP): A person who evaluates employees who have violated a DOT
drug and alcohol regulation and makes recommendations concerning evaluation, treatment, follow-up
testing, and after-care.

Contact person for information regarding controlled substance and alcohol misuse – Human
Resources Director Cristi Spiker, 724-430-1200, ext. 5002.

Information, Education and Training

 All drivers must receive a copy of this policy and sign a Confirmation of Receipt
 All current and new drivers will receive written information about the testing requirements, and

how and where they may receive assistance for alcohol or drug misuse.
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 This policy will be available to all employees.
 Information will be provided to all drivers regarding the effects of alcohol misuse and

controlled substance use on an individual’s health, work, and personal life; signs and
symptoms of an alcohol problem; and available methods of intervening when an alcohol
and/or controlled substance problem is suspected. 

 Educational information will be made available periodically which will focus on the potentially
dangerous effects of drug and alcohol use and abuse, the procedures associated with pre-
employment drug screening and "reasonable suspicion" testing, the effects on job
performance measured in loss of productivity, and the potential safety hazards presented to
the individual employee, other employees and the public.

 All recruitment advertising will include the statement "Drug/alcohol screening is a condition of
employment" at the bottom of the advertisement/posting with the EEO statement.

 All final candidates for employment will be given a copy of this policy and be given the
opportunity to read the policy in its entirety.

 All personnel responsible for supervising and managing drivers must attend at least two hours
of training on alcohol and drug misuse symptoms and indicators used in making
determinations for reasonable suspicion testing.

 Supervisors and managers will be instructed on the detection of abuse problems and the
enforcement of the testing policy. Periodic, on-going training will also occur after
implementation of the policy.

Responsibilities

The Designated Employee Representative
The DER is responsible for the following Drug and Alcohol Screening compliance activities:

 Ensure each driver participates in an appropriate drug and alcohol testing program in
accordance with DOT regulations. All results will be kept and maintained in the Separate
Driver Qualification files. 

 Review all driver qualification forms and documents for completeness and compliance.
 Maintain Driver Qualification files including mandatory drug testing information.
 Ensure that all testing information and records are maintained in accordance with the

standards of confidentiality and will only be released to those authorized by the FMSCA. 
 Coordinate with supervisors to ensure that all drivers receive proper educational materials

and have access to necessary information.

Supervisor/Department
The duties of the driver’s supervisor or their department include:

 Active participation in the hiring process for employees who drive CMVs, which includes:
a. Ensuring all offers of employment shall be contingent upon successful conformation of

prior employment, driving record, completion of physical, drug and alcohol testing, and
other DOT requirements for drivers.

b. Ensuring the post-offer applicant obtains their physical, road test, and CDL drug and
alcohol testing.

 Informing and requiring drivers to submit a sample for drug/alcohol testing at the designated
medical and/or collection facility when the supervisor suspects that the driver is under the
influence of drugs or alcohol, pursuant to DOT regulations, contacting Human Resources as
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soon as possible following the incident, and completing the Supervisor’s Reasonable
Suspicion Form.

 Adhering to DOT regulations.

Driver
The responsibilities of a driver include:

 Avoid the use of controlled substances when reporting for or remaining on duty and for four
hours prior to on duty time, unless the use is at the instruction of a physician who has advised
the driver that the substance does not adversely affect the ability to safely operate a CMV.
Controlled substances include alcohol and prescription and non-prescription drugs.

*Please note that the DOT considers marijuana an illegal controlled substance regardless
of state law or physician recommendation, meaning that a positive result for marijuana will
be reported as a violation and be cause for removal from safety sensitive positions, even
if a physician advises that use does not adversely affect the ability to safely engage in
activities.  

 Submit a sample for drug or alcohol testing when called upon to do so by their supervisor,
including random testing for CDL drivers, pursuant to DOT and County policies (see “Refusal
to Submit Form”).

 Comply with DOT regulations

Testing Procedures

Types of Tests
To the extent practical, all tests will be conducted during employees' normally scheduled work hours.
All testing required by this policy will be conducted in accordance with the Omnibus Transportation
Employee Testing Act of 1991 and drug testing guidelines and regulations issued by the Department
of Transportation. The following tests are required:

 Pre-Employment (Pre-Use). All applicants for employment in driver positions, or candidates
for transfer or promotion to such positions (pre-use) are subject to screening for improper use
of alcohol or controlled substances.

 Post-Accident. Conducted after accidents on drivers in County vehicles whose performance
could have contributed to the accident, as determined by a citation for a moving traffic
violation, and for all fatal accidents even if the driver is not cited for a moving traffic violation.
a. Alcohol tests should be conducted within two (2) hours, but in no case more than eight (8)

hours, after the accident.
b. Employees must refrain from all alcohol use until the test is complete.
c. Post-accident drug tests must be conducted within thirty-two (32) hours.

 Reasonable Suspicion. Conducted when a trained supervisor or manager observes behavior
or appearance that is characteristic of alcohol or illicit drug misuse.
a. If a driver employee's behavior or appearance suggests alcohol or drug misuse, a

reasonable suspicion test must be conducted.
b. If a test cannot be administered, the driver must be removed from performing safety-

sensitive duties for at least twenty-four (24) hours.
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c. Testing for alcohol abuse must be based upon suspicion which arises just before, during
or just after the time when the employee is performing safety-sensitive duties.

d. Testing for substance abuse may occur at any time upon suspicion.
e. Reasonable suspicion testing may only be conducted after consultation with the

designated employee representative or their designee.

 Random. Conducted on a random, unannounced basis just before, during, or after
performance of safety-sensitive functions for alcohol or at any time for drugs.
a. Each year, the number of random alcohol tests conducted by the County must equal at

least 10% of all the safety sensitive CDL employees or the then required minimum.
b. Random drug tests conducted by the County must equal at least 25% of all CDL

employees or the then required minimum.

 Return to Duty and Follow-up. Conducted when an individual who has violated the prohibited
alcohol or drug standards returns to performing safety-sensitive duties.
a. Follow-up tests are unannounced and at least six (6) tests must be conducted in the first

twelve (12) months after a driver returns to duty.
b. Follow-up testing may be extended for up to sixty (60) months following the return to duty.

Conducting Tests

 Alcohol:  DOT rules require breath testing using evidential breath testing (EBT) devices.

1. Two breath tests are required to determine if a person has a prohibited alcohol
concentration.

2. A screening test is conducted first. Any result less than 0.02 alcohol concentration is
considered a "negative" test. If the alcohol concentration is 0.02 or greater, a second,
confirmation test must be conducted

 Drugs:  Drug testing is conducted by analyzing a driver's urine specimen and must be
processed through a U.S. Department of Health and Human Services certified facility.

1. Specimen collection procedures and chain of custody requirements ensure that the
specimen's security, proper identification and integrity are not compromised.

2. DOT rules require a split specimen procedure.
a. Each urine specimen is subdivided into two bottles labeled as primary and

split.
b. Both bottles are sent to the laboratory.
c. Only the primary specimen is opened and used for the urinalysis.
d. The split specimen remains sealed at the laboratory.
e. If the analysis of the primary specimen confirms the presence of illegal

controlled substances, the driver has 72 hours to request that the split
specimen be sent to another DHHS certified laboratory for analysis.

3. All urine specimens are currently analyzed for the following drugs:
a. Marijuana (THC metabolite)
b. Cocaine
c. Amphetamines
d. Opiates (including heroin), and
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e. Phencyclidine (PCP)
4. Testing is conducted using a two-stage process:

a. First, a screening test is performed.
b. If the test is positive for one or more of the drugs, a confirmation test is

performed for each identified drug.
*Sophisticated testing requirements ensure that legitimate over-the-counter medications
or prescriptions are not reported as positive results.
5. All drug tests are reviewed and interpreted by a physician designated as a Medical

Review Officer (MRO) before they are reported to the County.
a. If the laboratory reports a positive result to the MRO, the MRO will contact the

driver and conduct an interview to determine if there is an alternative medical
explanation for the drugs found in the urine specimen.

b. For all the drugs listed above, except PCP, there are some limited, legitimate
medical uses that may explain a positive test result. The MRO will take into
consideration when the use is pursuant to the instructions of a physician who
has advised the driver that the substance does not adversely affect the driver's
ability to safely operate a commercial motor vehicle. 

c. If the MRO determines that the drug use is legitimate, the test will be reported
to the Designated Employer Representative, as a negative result.

*Please note that the DOT considers marijuana an illegal controlled substance
regardless of state law or physician recommendation, meaning that a positive result
for marijuana will be reported as a violation and be cause for removal from safety
sensitive positions, even if a physician advises that use does not adversely affect the
ability to safely engage in activities.  

Consequences

Refusal to Submit to an Alcohol or Drug Test and the Consequences
 Refusal to submit to an alcohol or controlled substances test means in one or more of the

instances described below that a CDL employee:
1. Fails to provide adequate breath for testing without a valid medical explanation after

he or she has received notice of the requirement for breath testing in accordance with
the provisions of this policy,

2. Fails to provide adequate urine for controlled substances testing without a valid
medical explanation after he or she has received notice of the requirement for urine
testing in accordance with the provisions of this policy,

3. Refuses to wash his or her hands after being directed to do so during collection of a
urine sample,

4. Admits to the collector of a urine sample that he or she has adulterated or substituted
their specimen,

5. An observed collection of a urine sample, fails to follow the observer’s instructions to
raise his or her clothing above the waist, lower clothing and underpants, and to turn
around to permit the observer to determine if he or she has any type of prosthetic or
other device that could be used to interfere with the collection process,

6. Possesses or wears a prosthetic or other device that could be used to interfere with
the collection process, or
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7. Behaves in a confrontational way that disrupts the collection process or otherwise
engages in conduct that clearly obstructs the testing process.

 Drivers who refuse to submit to an alcohol or drug test are not allowed to perform safety-
sensitive functions and must be referred to a substance abuse professional for evaluation and
comply with any treatment recommendations and comply with all return to duty requirements.

 Pursuant to County authority, and in its sole discretion, employees who refuse to submit to a
test will be subject to discipline, up to and including discharge.

Consequences of Alcohol/Drug Misuse
 Drivers who have any alcohol concentration, defined as 0.02 or greater, who are tested just

before, during or just after performing safety-sensitive functions must be removed from
performing such duties for a minimum of twenty-four (24) hours.

 Disciplinary action, up to and including termination, may be imposed by the County upon an
employee whose alcohol test reveals any alcohol concentration, between 0.02 and 0.04.

 Drivers who engage in prohibited alcohol or drug conduct, or who test positive for alcohol use
greater than 0.04 or drug use, will be immediately removed from safety-sensitive functions for
a period of time to be determined by the County at its sole discretion. The time shall be for at
least a minimum until such employee can be evaluated by a substance abuse professional,
comply with any treatment recommendations, and comply with all return to duty requirements.

 Disciplinary action, up to and including termination, may be imposed by the County pursuant
to its sole authority and discretion upon a driver who engages in prohibited alcohol or drug
conduct or those drivers who test positive for alcohol use greater than 0.04 or drug use.

 Pursuant to DOL regulations, even an employee who is terminated shall receive a referral to a
substance abuse professional if they test positive for drugs or alcohol

 A driver who tests positive for alcohol use greater than 0.04 or drug use but is not terminated
must be evaluated by a substance abuse professional and comply with any treatment
recommendations to assist them with their alcohol or drug problem.

1. The payment for any recommended treatment will be strictly at the expense of the
employee (or their health insurance program, if applicable).

2. Employees may be placed on sick leave or leave without pay status during the
treatment period, whichever is appropriate.

 Drivers who are not otherwise terminated, have been evaluated by a substance abuse
professional, who comply with any recommended treatment, who have taken a return to duty
test with a result less than 0.02 alcohol and a negative drug test, and who are then subject to
unannounced follow-up tests at the employees' expense, may return to work.

 Once an employee successfully completes rehabilitation, the employee shall be returned to
their regular duty assignment or an equivalent position. Employee assignments during
treatment shall be based on each individual's circumstances. As a condition of employment,
the employee must comply with prescribed follow-up care and testing.

 Nothing in this policy is creates a guarantee of employment or otherwise alters the at-will
status of employment 

Record Keeping

The County keeps detailed records of its alcohol and drug misuse prevention program. Employee
alcohol and drug testing records are confidential and kept separate from other employment records in
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the Driver Qualification file. Test results and other confidential information may only be released to
the employer, the substance abuse professional, the MRO, and any arbitrator of a grievance filed in
accordance with any applicable collective bargaining agreement. Any other release of this
information may only be made with the driver's consent, or in response to a court order.

 Pre-employment References
 The County must obtain and review the following information from each employer that the

prospective driver worked for, in a safety-sensitive position, during the previous two (2) years:
1. Information about a test in which the employee's blood alcohol was 0.04 or greater,
2. Information about a positive drug test, and
3. Information about any refusal to participate in the alcohol and drug testing program.

 The prospective employee must provide the former employer with a written release allowing
the release of this information or the prospective employee will not be hired.

 If the previous employer indicates that a positive result was received, or that the employee
refused to participate when selected for an alcohol or drug test, the applicant may not be
hired unless:

1. The prospective employee has already consulted with a substance abuse
professional,

2. Already received recommended treatment, and
3. Subsequently tested negative in a return to duty test for the former employer.

 The County must provide the same information to subsequent employers of current County
employees when provided with a written release. 

Any questions regarding this Supplement should be directed to Human Resources.

DRESS CODE

Each em p lo ye e ’ s p e rson a l a p pe a ran ce is a ref lectio n of th e Coun ty. Employees are expected to
project a professional image appropriate for the position they hold with the County. Safety is also of
utmost importance and care should be taken when choosing what to wear based upon the
employee’s duties.

It is e xp e cte d tha t a ll e m p lo ye e s p ractice go o d pe rsona l h ygien e . Go o d pe rsona l h ygien e h a b its
includ e b a th in g o r sh o we rin g da ily, sh a ving or trimming facial hair d a ily, p r a c t i c i n g go o d o ral ca re,
u sing d eod o ran t,  clea ning a n d  groom ing ha ir, a nd cle a ning a n d t rimm ing  f inge rna ils.

Em p lo ye e s a re e xp ecte d to we a r c l o t h i n g that i s c l e a n , a p p rop ria te a n d s a f e t y c o m p l i a n t f o r t h e j o b 
d u t i e s o f t h e e m p l o y e e . It is the Dep a rtm e n t Head’s resp on sibility to e nfo rce th is p o licy. The County
rese rve s th e right to d e te rm ine wh a t is a p p rop ria te , an d em p loye e s im p rop e rly a tt ire d o r groo m e d
w i l l be se n t h om e an d d ire cte d to rep o rt to work properly attired and groomed. Under such
circumstances, non-exempt employees will not be compensated for the time away from work unless
required by law or collective bargaining agreement.

Emp loye e s a re e xp e cte d  to  ad h e re t o th e f o llo wing d ress co d e :

 All Clothing, including Shirts: Mu st b e clea n a n d p ressed a n d a p p r o p r i a t e f o r t h e 
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w o r k p l a c e . Must not be excessively tight, revealing, sheer, or low cut. Must not display
profanity, nudity, or logos or emblems that would violate County anti-discrimination,
anti-harassment policies, or anti-violence policies.

 Sla ck s : Dre ss o r ca su a l slacks m u st b e cle a ne d a nd p ressed . Je a n s of a n y typ e o r
color, leggings, sh o rts, an d  spa n de x p a n ts a re n o t a cce pta b le.

 Sw e a ters : V -n e ck,  crew n e ck,  o r car d iga n  st yle are acceptable.

 Shoes : Bu sine ss sh oe s and d ress ca su a l sho es, inclu d ing d ress sand a ls, mu st be
clea n an d /o r p o lish ed . No te n n is sho e s, snea ke rs, f lip -f lop s, o r wo r k style b o o ts are
p e rm itte d . Certain exceptions for footwear, such as workstyle boots, may be made
and required to meet safety requirements. Employees subject to these exceptions and
requirements will be advised by their Supervisor of such conditions.

 Sk irts / D r e s s e s : Skirt o r d r e s s len gt h is t o b e n o sh o rter th a n 3 ” ab o ve kn e e s. No
sh o rts, sko rts o r m in i skirts  a re p e rm itted . Bare midriffs and high slits are not permitted.

 Hai r: Con se rva tive b u sine ss style. B e a rds a n d mu sta ch es m u st b e n ea tly trim m e d.
Employees  a re  to  b e  clea n -sh a ve n  if n o t  we a rin g a  be a rd o r m u sta che .

 J ew elr y: Con se rva tive j e w e l r y a n d n o v i s i b l e p ie rced b o d y p a rts e xce p t f o r two ea r
piercin gs.

Exce p tio n s

Certain employees may be required to wear a uniform or other type of dress, they will be directed by
their Supervisor as to the appropriate coordination of the uniform and any non-uniform attire
permitted. Other employees may be permitted or required to wear non-dress code items, such as
work boots, due to their position and safety elements of certain duties. 

Su p e rvisors, a t th e ir d iscre tio n , ma y rela x th e d ress co d e fo r e m p lo ye e s wh o a re a ssign e d to
p e rf o rm ta sks m o re p h ysical in n a tu re su ch a s m o ve me n t of su p p lie s, insta lla tio n of co m pu te r
h a rdwa re,  e tc.  The  su pe rvisor  of  ea ch  D ep a rtm e nt  is  resp on sible  fo r  p re-a p p roving t h is e xe m ptio n .

On Frida ys, w i t h S u p e r v i s o r p e r m i s s i o n , certain e m p loye e s a re p e rm itted to we a r b lue jean s so long
as it does not impede the safety, performance of duties or the business necessity of a position.
R ipp e d,  to rn,  o r f raye d jea n s a re no t  pe rm itte d.

Any employee who requires a reasonable accommodation from the established dress code for

reasons based on religion, disability, or other grounds protected by federal, state, or local laws

should contact the Human Resources Department. Reasonable accommodation will be granted

unless it would cause an undue hardship on Fayette County.
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Se c tion 6 – W ork pla ce  P olic ies  a nd Proc edures

BULLETIN BO AR DS

Bu lle tin Bo a rds a re on e of th e m o st im p o rta n t wa ys o f c o m m u n i c a t i n g i n f o r m a t i o n . Ma ke it a
h a b it to glan ce a t th em e ve ry d a y to ke e p u p to date o n ch an ge s in Cou n ty p rogram s a nd o the r
ma tt e rs of inte rest. T he Cou n ty will a lso p o st requ ire d p o ste rs f rom th e fe d e ra l a nd state
go ve rnm e nts. E x c e p t a s o t h e r w i s e p r o v i d e d i n a n y a p p l i c a b l e c o l l e c t i v e b a r g a i n i n g 
a g r e e m e n t , o n ly inf o rma tio n a pp rove d b y th e Com m issio ne rs o r Hum a n Reso u rces is a llo we d to b e
p o sted , a n d em p loye e s ma y n o t p o st, tap e , ta ck, o r aff ix in a n y wa y a n y f o rm of lite ratu re, p rin ted o r
writt e n m a te ria ls, p h o to grap h s, o r n o tices o f an y kind o n Cou n ty b u lle tin b o a rds, o n th e wa lls, o r
a n ywh e re e lse on Cou n ty p rope rty. Yo u a re resp on sible fo r the ob se rva n ce of a n y rules a nd
regu lat ion s po sted  on  th e  bu lle tin b o a rds.

This policy is not intended to preclude or dissuade employees from engaging in legally required
activities protected by state or federal law, including the Pennsylvania Labor Relations Act and the
Pennsylvania Employee Relations Act, such as discussing wages, benefits, or terms and conditions
of employment; forming, joining, or supporting labor unions; bargaining collectively through
representatives of their choosing, or raising complaints about working conditions for their and
themselves and fellow employees’ mutual aid or protection.

PERSON AL P ROPERTY

Faye tt e Coun ty ca nno t a ssu me a n y resp on sibility f o r loss o r da m a ge to a n y pe rsona l p rop e rty a n
em p loye e  m a y b rin g  to  wo rk.

If you bring personal property on County property, please know that the County, for legitimate
business reasons, may search any personal property brought into the workplace. The County may
search County property such as desks and lockers, for a legitimate business purpose. 

OFFICE HOURS

T he Fa ye tt e Co u nty Co u rthou se will b e o pe n t o th e p u b lic f rom 8 :00 a .m . to 4 :3 0 p .m . a n d a n h o u r 
b r e a k f o r a n u n p a i d l u n c h f r o m 1 2 : 0 0 t o 1 : 0 0 p . m . Cou rthou se em p loye es generally are e xp e cte d to
wo rk  e a ch  we e kd a y  f o r  7  1 /2  h ou rs  (37 .5  ho u rs p e r  we e k).

Other office hours and working hours may vary by location and department. Please see your
Department Head for department-specific hours. Please see the Attendance policy regarding
requirements for punctuality. 

Court employees should consult with the Court Administrator about their scheduled office hours.

Meal Breaks

Most employee meal breaks are scheduled for one (1) hour. Department Head have discretion to
make changes in an employee’s scheduled lunch hour due to operational requirements, to the extent
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permitted by any applicable collective bargaining agreement.
Non-exempt employees must sign out at the beginning of their meal break and sign back in upon
return from a meal break. Non-exempt employees are prohibited from performing any work during a
meal break.

Employees, including supervisors, may not pressure, suggest, or direct that an employee perform
any work during an unpaid meal break. If for any reason a non-exempt employee is required to work
and receives a meal break of less than 20 minutes, they must notify Human Resources so that this
time is adjusted to reflect that it was time worked for payroll and timekeeping purposes.

An em p loyee may not work through their lunch hour in order to leave early or arrive late without prior
approval of their supervisor or Department Head, or as a reasonable accommodation of a disability.

Break Periods

Dep a rtm e n t H ea d s may g ran t employees two f if te en (15 ) m inu te ( p a i d ) b re a ks du rin g a 7 .5 h ou r
wo rkda y depending on staffing needs, or as otherwise may be required by an applicable collective
bargaining agreement. Employees should not clock in or out for these paid breaks.

(Lactating mothers should refer to the Accommodations for Lactating Mothers Policy.)

Break times will be determined by the employee and Supervisor. Breaks are not permitted at the
beginning or end of the workday to offset arrival and departure times, nor may employees add rest
breaks to the meal break. Employees are expected to return promptly from breaks; extended breaks
will be considered tardiness and a violation of the Attendance Policy.

This policy is provided as a guideline for taking breaks, and not as a guarantee of breaks. If an
employee is not provided with or able to take a break period due to operational needs, the employee
will not be provided with an additional or extended break, nor will they be provided with additional
compensation unless required by applicable collective bargaining agreement or applicable federal or
state law.

TR AVEL  AND B USINES S EXPENSE

T he p u rpo se of th e Cou n ty’s reim b u rsemen t p o licy is to p ro vide rea so n ab le a n d ad e qu a te
reim b u rsem en t f o r exp e n se s in cu rre d b y e m ploye e s wh e n t rave lin g o n Co u n ty b u sine ss as a p p rove d
b y th e Comm issio n e rs, Row Off ice rs, o r Ju d ge s. This p o licy a p p lie s to a ll e m p lo ye e s of th e
Co un ty.

Em p lo ye e s wh o u se th e ir o w n ve h icle s o n Cou n ty b u sine ss will b e reim b u rsed a t the cu rre n t rate
e sta b lished b y t h e Co u nty o r Bu sine ss Un it wh e re ap p rove d , or by the applicable collective
bargaining agreement.

Em p lo ye e s sh ou ld d i s c u s s i n a d v a n c e w i t h t h e i r s u p e r v i s o r t r a v e l a r r a n g e m e n t s s u c h a s bu s, tra in,
or a ir trave l, ca r re n ta l, me a ls, room a cco mm o d a tion s, an d co nfe ren ce a tte n da n ce . To be eligible for
reimbursement, travel arrangements must be approved in advance by the employee’s supervisor or
Department Head prior to occurrence of the expense.
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VEHICLE USE  AND O PER ATION

All Fayette County employees who must operate their own vehicle or any County vehicle for County
business must operate the vehicle in a safe manner and drive defensively to prevent injuries and
property damage. Employees must comply with all applicable traffic and other laws, regulations and
County policies while operating or traveling in personal and County vehicles on County business.

Any employee who must drive their own vehicle or any County vehicle for County business must
possess a current, valid driver’s license. The County at any time may request that the employee
produce proof the employee holds a current, valid driver’s license. The County also may review the
employee’s motor vehicle or driving record at any time. 

County vehicles are to be driven by authorized employees only, except in case of repair testing by a
mechanic. 

Any employee who has a driver’s license revoked or suspended shall immediately notify their
supervisor and the Human Resources Department, and immediately  discontinue  operation  of  the
vehicle.

All accidents in County vehicles, regardless of severity, must be reported to the police, to the
employee’s supervisor and to the Human Resources Department. Accidents are to be reported
immediately (from the scene, during the same day, or as soon as practicable if immediate or same
day reporting is not possible). Accidents in personal vehicles while on County business must follow
these same accident procedures. Accidents involving the employee’s personal injury must be
reported to the Human Resources Department.

Employees immediately must report all traffic violations and tickets received during the operation of a
County vehicle, or while driving a personal vehicle on County business, to their supervisor and the
Human Resources Department.

Dri ve rs wh o u se th e ir own ve h icle s o n Co u nty b u sine ss a re re qu ire d to off e r p roof of in su ran ce o n an
a nn u a l b a sis. I t is reco mm en d ed t ha t a ll d rive rs ca rry lim its o f liab ility o f $ 10 0 ,0 0 0/3 00 ,00 0 /5 0,0 0 0 o r
a com b ine d sin gle lim it of $ 3 00 ,0 00 . Th e se lim its a re su gge ste d f o r th e p rote ctio n of th e e mp loye e
wh ile o n Co u nty b u siness. A ll em p loye e s sh a ll im me d iate ly rep o rt to th e Co u n ty a n y ch an ge in th e ir
d riving reco rd o r can ce lla tion of the ir a uto insu ran ce, with in 5 da ys of th e in cid e nt, con vi ctio n , o r
can ce lla tio n.

Driver Safety Rules

 Driving on County business and/or driving a County vehicle while using or under the
influence of intoxicants and other drugs which could impair driving ability is prohibited.

 Cell phone use while driving is prohibited Drivers need to be aware when use of the cell
phone is creating a distraction from safe driving and should pull off the road to park before
using a cell phone. While driving, attention to the road and safety should always take
precedence over conducting business over the phone.
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 Drivers and passengers must wear seat belts at all times. Children and infants being
transported for County business must be secured in properly fitted safety seats and
boosters. 

 No driver shall operate a County vehicle when their ability to do so safely has been
impaired by illness, fatigue, injury, or prescription medication. (Please see
Disability/Reasonable Accommodation policy.)

 All drivers and passengers operating or riding in a County vehicle or personal vehicle
being used for County business must wear seat belts.

 No unauthorized persons are permitted to ride in County vehicles.
 Drivers are responsible for the security of County vehicles assigned to them. The vehicle

engine must be shut off, ignition keys removed, and vehicle doors locked whenever the
vehicle is left unattended.

 Head lights shall be used 2 hours before sunset and until 2 hours after sunrise, or during
inclement weather or at any time when a distance of 500 feet ahead of the vehicle cannot
be clearly seen.

 All applicable federal, state and local traffic and other laws must be obeyed.

Accident Procedures

In the event of an accident, the driver must prevent further damages or injuries and obtain all
pertinent information and report it accurately.

 Call for medical aid if necessary.
 Call the police. All accidents, regardless of severity, must be reported to the police. If the

driver cannot get to a phone, he should write a note giving location to a reliable appearing
motorist and ask him to notify the police.

 Record names and addresses of driver, witnesses, and occupants of the other vehicles
and any medical personnel who may arrive at the scene.

 Pertinent information to obtain includes license number of other drivers; insurance
company and policy numbers of other vehicles; make, model, and year of other vehicles;
date and time of accident; and overall road and weather conditions.

 Do not discuss the accident with anyone at the scene except the police. Do not accept
any responsibility for the accident. Don’t argue with anyone.

 Provide the other party with your name, address, driver’s license number, and insurance
information.

 Immediately report the accident to the Security and Fleet offices. Provide a copy of the
accident report and/or your written description of the accident to the Fleet office ASAP. 

 There will be a formal accident review conducted on each accident to determine cause
and how the accident could have been prevented.

Violation of this policy in any manner may result in revocation of driving privileges and disciplinary
action, up to and including termination of employment.

DIRECTIVE O N OUTSIDE  COMMUNIC ATION

T he Faye tt e Coun ty Comm issio n e rs or their specifically authorized designees are the only persons
authorized to make public comments on policy issues regarding the County. All media requests must
be directed to the County Solicitor. Under special circumstances, the Commissioners may authorize
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Department Heads may speak on behalf of the County on matters within their responsibility.

(Please also see the Social Media Policy.)

RIGHT TO  KNOW  L AW

The Pennsylvania Right to Know Act, also known as the Pennsylvania Sunshine Law, is a series of
laws designed to guarantee that the public has access to public records of governmental bodies in
Pennsylvania. The Pennsylvania Sunshine Act legislates the methods by which public meetings are
conducted. 

Unle ss o th e rwise p rovi d ed b y applicable la w, reco rd s that meet the definition of a “public record”
under the Pennsylvania Right to Know Law (“RTKL”) sh a ll b e a cce ssible fo r in sp e ctio n a nd
d u p lica tion b y a requ este r. Requests for access of a public record should be referred to the Chief
Clerk.

Pu b lic Re co rd

A p ub lic reco rd is d ef in e d by the RTKL a s a r e c o r d , i n c l u d i n g a f i n a n c i a l r e c o r d , o f a 
C o m m o n w e a l t h o r l o c a l a g e n c y t h a t : ( 1 ) i s n o t e x e m p t u n d e r s e c t i o n 7 0 8 o f t h e R T K L ; ( 2 ) i s n o t 
e x e m p t f r o m b e i n g d i s c l o s e d u n d e r a n y o t h e r f e d e r a l o r s t a t e l a w o r r e g u l a t i o n o r j u d i c i a l o r d e r o r 
d e c r e e ; o r ( 3 ) i s n o t p r o t e c t e d b y a p r i v i l e g e . E x a m p l e s o f p u b l i c r e c o r d s i n c l u d e , b u t a r e n o t 
l i m i t e d t o , 9 1 1 t i m e r e s p o n s e l o g s , g r a n t a p p l i c a t i o n s , c o n t r a c t s i n v o l v i n g g o v e r n m e n t a g e n c i e s , 
a g e n c y   d e c i s i o n s ,   a n d   t h e   n a m e ,   t i t l e ,   a n d   s a l a r y   o f   p u b l i c   e m p l o y e e s   a n d   o f f i c i a l s . 

R e s p o n s e s u n d e r t h e R T K L r e q u i r e c a r e f u l r e v i e w , c o n s i d e r a t i o n , a n d p r o t e c t i o n o f c e r t a i n 
i n f o r m a t i o n s u c h a s a p e r s o n ’ s s o c i a l s e c u r i t y n u m b e r . R T K L r e q u e s t s a r e a l s o s u b j e c t t o s t r i c t 
t i m e l i n e s .   A n y   R T K L   r e q u e s t   m u s t   b e   i m m e d i a t e l y   r e f e r r e d   t o   t h e   C h i e f   C l e r k . 

N o o n e m a y r e s p o n d t o a r e q u e s t f o r a p u b l i c r e c o r d u n d e r t h e R T K L w i t h o u t t h e e x p r e s s w r i t t e n 
p e r m i s s i o n   o r   d i r e c t i v e   t h e   C h i e f   C l e r k ,   t h e   B o a r d   o f   C o m m i s s i o n e r s ,   o r   t h e   C o u n t y   S o l i c i t o r . 
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Se c tion 7 –  Pa id a nd Unpaid Ti me  O ff

HOLID AYS

Fa ye tt e Cou n ty h a s d esign a te d p a id tim e off fo r ce rtain Holida ys. Em p loye e s sh ou ld ref e r to the ir
sp e cif ic  Holiday  Sch e d u le issued annually by the County  fo r  th e  d ays  th a t  a re  p a id  h o lidays.

T o rece ive h o lid ay p a y, a n e m p l o y e e m u st wo rk th e regu larly sch e d u led wo rkda y b e f o re an d aft e r
th e h o l ida y, u n le ss a n e xce p tio n is a p prove d in writin g b y t h e employee’s S u p e r v i s o r o r 
D e p a r t m e n t H e a d , o r i n a c c o r d a n c e w i t h a n a p p l i c a b l e c o l l e c t i v e b a r g a i n i n g a g r e e m e n t . If a n 
e m p l o y e e i s ab se n t th e d a y b ef o re or a f te r th e h o lid a y d ue to illne ss, t h e e m p l o y e e m u s t 
s u b m i t m e d i c a l s u b s t a n t i a t i o n that the employee was u n ab le to wo rk th e day before or after the
holiday  in  o rde r to  re ce ive  h o lid a y p a y.

On a Co u n ty sch ed u led ho lida y, regu lar, fu ll -tim e em p loye e s a re e ligible fo r paid time off at t h e i r 
re gu lar rat e of p a y for their regularly scheduled number of hours for the paid holiday. Part-time and
non-regular employees are not entitled to be paid for holidays. Holiday pay does not count as “time
worked” for overtime calculations or other purposes, unless otherwise provided by an applicable
collective bargaining agreement.

If a p a id Holida y f a lls o n a Sa tu rda y, th e Holida y will b e o b se rve d o n the p reviou s Frida y. If a
Ho lida y f a lls on a Su n da y, it wi ll b e o b se rve d on t he fo llo wing Mo n d a y. O pe ratio n s t ha t h a ve a
se ve n -d a y p e r we e k wo rk sch e d u le m a y o b se rve the Holida y o n wh iche ve r d a y o f th e we e k th e
Ho lida y f a lls. If a non-exempt employee works on a holiday, the employee must report the time
worked and the employee will be paid for all time worked in accordance with the County’s applicable
Pay and Overtime policies, or as set forth in any applicable collective bargaining agreement. 

If an employee is absent from work during the period when a holiday falls due to d isab ility, Family
and Medical Leave,  o r  W o rke rs’  Compe n sa tio n ,  the employee is not eligible to rece ive  h o lid a y p a y.

If a h o lida y f a lls in the we e k of an employee’s sch ed u led va ca tio n , t h e d a y o f t h e h o l i d a y w i l l b e 
c o u n t e d   a s   a   h o l i d a y .  Th e  va ca tio n d a y wi ll b e  a llo we d  a t a n o th e r tim e .

T h e   C o u n t y   o b s e r v e s   t h e   f o l l o w i n g   p a id h o lida ys:

New Ye a r’s Da y Ja n ua ry 1

Ma rtin  L u th e r Kin g 3 rd  Mo n da y in  Ja n ua ry

Preside nt’s Da y 3 rd  Mo n da y in  Fe b rua ry
Go o d Frid a y Go o d Frid a y
Me m o ria l Day                                                      L a st  Mon d a y in  May
Juneteenth June 19th
In d ep e nd en ce  Da y                                              Ju ly 4th

L a bo r Da y                                                           1 st  Mo nd a y in  S ep temb e r

Colu m bu s Da y                                                    2 nd  Mo n da y in  O cto be r
Ve te ran ’s Day                                                     Nove m b e r 11

T ha n ksgiving Da y                                               4 t h  T hu rsda y in  No ve mb e r
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Day f o llo wing T h a n ksgivin g Da y                   Frida y a f te r Than ksgivi n g

Christm a s E ve                                                     Dece mb e r 24
Christm a s Da y                                                    Dece mb e r 25

Some Row Officers and Elected Officials or the Court may have established a different holiday
schedule. Plea se  ch e ck yo u r specif ic ho lid a y sch e du le fo r th e p a id h o lida ys.

V AC ATION POLICY

Full- tim e em p lo ye e s wi ll b e a wa rde d the following amount of paid vacation on January 1st of each
calendar year: 

Years of Service Vacation Amount

After one (1) year of service Five (5) days

After two (2) years of service Ten (10) days

After five (5) years of service Fifteen (15) days

After ten (10) years of service Twenty (20) days

After fifteen (15) years of service Twenty-five (25) days

After twenty (20) years of service Thirty (30) days

Eligible employees reaching a service threshold listed above during the calendar year will receive the
additional vacation days on their anniversary date. 

Any employee who works fewer than the equivalent of six (6) months in the previous year shall
receive a prorated amount of vacation. In this case, the employee will receive 1/12th of their normal
vacation amount for each month worked. 

Part-tine and non-regular employees are not entitled to paid vacation benefits.

Va ca tion b e nef its d o no t ca rry o ve r f rom o ne ye a r to th e n e xt; th e ref o re, u nu se d va ca tio n wi ll b e
f o rf e ite d .

If a n o b se rve d p a id ho lid a y f a lls with in yo u r sch e d u le d va ca tion , it wil l n o t co un t a s a va ca tio n d a y.
(Please see the Holiday policy for further information.)

Vacation days will not be paid at the same time any employee is off on Workers’ Compensation
disability or on any day where an employee is using sick time. (Please see Workers’ Compensation
and Sick Time Policies.)
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Vacation days are not counted as “time worked” for overtime calculation or other purposes, unless
otherwise provided by an applicable collective bargaining agreement.

(Please see Separation from Employment Policy regarding eligibility for payment of vacation upon
termination of employment for various reasons.)

Scheduling Vacation

To schedule vacation, eligible employees must submit a Vacation Request Form to their Department
Head by February 1st of each year. Requests submitted by February 1st will be approved based on
seniority and operational necessity by March 1st of each year. Requests submitted after February 1st

will be approved on a first-come, first-served basis based on operational and staffing needs of the
County.

Eligible employees may take vacation time in increments of ½ days. Employees may not take
vacation time in advance of accruing it, unless specifically approved by the Commissioners. If
approved by the Commissioners, the employee will be required to sign a written acknowledgement of
the amount of advanced vacation time and authorize payroll deduction for any advanced time not
earned by the time the employee is separated from employment for any reason. Employees who
have been approved for advanced vacation time and who terminate employment prior to earning the
vacation will have the advanced vacation deducted from their paycheck, unless otherwise prohibited
by applicable law. (Please see Separation from Employment Policy.)

Vacation Pay upon Separation from Employment

Upon separation from employment, employees will be paid for any accrued but unused vacation time
with the following exception. Unused va cation p a y will n o t b e gran te d to an y e m p loye e who resign s
with o u t providing and working during the entire ten (10) day advance notice period or who is
t e r m i n a t e d   f o r  m iscon d uct or cause.  (Please see Separation from Employment Policy.)

FAMILY AND MEDICAL LEAVE POLICY

Fayette County provides leave according to the Family and Medical Leave Act of 1993 (FMLA), as
amended, which provides for unpaid, job-protected leave to covered employees in certain
circumstances.

Eligibility

To qualify for FMLA leave, an employee must (1) have worked for Fayette County for at least twelve
(12) months, though it need not be consecutive; (2) worked at least 1250 hours in twelve (12) months
preceding the leave; and (3) be employed at a work site that has 50 or more employees within 75
miles. Please contact the Human Resources Department for any questions regarding eligibility for
FMLA leave.

Leave Policy

If eligible, an employee may take up to twelve (12) or twenty-six (26) weeks of family or medical
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leave, whichever is applicable (as explained below), within the relevant twelve (12) month period
defined below. While an employee is on FMLA leave, Fayette County will maintain any group health
insurance coverage at the same level and under the same circumstances as when the employee was
actively working, as explained more fully under the section titled, Medical and Other Benefits. Upon
returning from approved FMLA leave, the employee has the right to be restored to the same job or an
equivalent position, subject to the terms, limitations and exceptions provided by law.

Leave Entitlement

Eligible employees may take up to twelve (12) weeks of unpaid FMLA leave in a twelve (12) month
period, which uses a “rolling” method that is measured backward from the date you use any FMLA
leave, for any of the following reasons:

 The birth of a son or daughter and in order to care for such son or daughter (leave to
be completed within one year of the child’s birth);

 The placement of a son or daughter with an employee for adoption or foster care and
in order to care for the newly placed son or daughter (leave to be completed within
one year of the child’s placement);

 To care for a spouse, son, daughter or parent with a serious health condition;
 To care for your own serious health condition, which renders you unable to perform

any of the essential functions of your position; or

 A qualifying exigency of a spouse, son, daughter or parent who is a military member
on covered active duty or called to covered active duty status (or has been notified of
an impending call or order to covered active duty). Qualifying exigency includes a
short-notice deployment, military events and activities, child care and school activities,
financial and legal arrangements, counseling, rest and recuperation, post-deployment
activities, and additional activities that arise out of active duty, provided that the
employer and employee agree, including agreement on timing and duration of the
leave.

Each time an employee takes FMLA leave under the “rolling” method, the remaining leave
entitlement would constitute any balance of the twelve (12) weeks that has not been used during the
immediately preceding twelve (12) months.

Eligible employees may take up to twenty-six (26) weeks of unpaid FMLA leave in a single twelve
(12) month period, beginning on the first day that you take FMLA leave to care for a spouse, son,
daughter or next of kin who is a covered service member and who has a serious injury or illness
related to active duty service, as defined by the FMLA’s regulations (known as military caregiver
leave).

Both Spouses Employed by Fayette County

Spouses who are both employed by Fayette County and eligible for FMLA leave may be limited to a
combined total of twelve (12) weeks of leave during the twelve (12) month period if leave is
requested:

 For the birth of a son or daughter and in order to care for such son or daughter;



61

Fayette County Employee Handbook
November 22, 2021

 For the placement of a son or daughter with the employee for adoption or foster care
and in order to care for the newly placed son or daughter; or

 To care for an employee’s parent with a serious health condition.

Spouses who are both employed by Fayette County and eligible for FMLA leave may be limited to a
combined total of twenty-six (26) weeks in a single twelve (12) month period if the leave is either for:

 Military caregiver leave; or
 A combination of military caregiver leave and leave for other FMLA-qualifying reasons.

Notice of Leave

If the need for FMLA leave is foreseeable, the employee must give Fayette County at least thirty (30)
days prior written notice. If this is not possible, the employee must at least give notice as soon as
practicable (within one to two business days of learning of the need for leave). Failure to provide
such notice may be grounds for delaying FMLA-protected leave, depending on the particular facts
and circumstances.

Additionally, if an employee is planning a medical treatment or a series of treatments or the employee
is taking military caregiver leave, the employee must consult with Fayette County first regarding the
dates of such treatment to work out a schedule that best suits the needs of both the employee or the
covered military member, if applicable, and Fayette County.

Where the need for leave is not foreseeable, the employee is expected to notify Fayette County
within one to two business days of learning of the need for leave, except in extraordinary
circumstances. Fayette County has Family and Medical Leave Act request forms available from the
Human Resources Department. Please submit a written request, using this form, when requesting
leave.

(Please note that employees must also follow the call-in and reporting off requirements set forth in
the County’s Attendance Policy.)

Certification of Need for Leave

If an employee is requesting leave because of the employee’s own or a covered family member’s
serious health condition, the employee and the relevant health care provider must supply appropriate
medical certification. Medical Certification forms are available at the Human Resources Department.
When an employee requests leave, Fayette County will notify the employee of the requirement for
medical certification. If certification is requested, the employee must provide a completed certification
within 15 days of the request or provide a reasonable explanation for the delay. If the employee
provides at least thirty (30) days’ notice of medical leave, the employee should also provide the
medical certification before leave begins. Failure to provide requested medical certification in a
timely manner may result in denial of FMLA-covered leave until it is provided. If the certification is
incomplete or insufficient, Fayette County will advise the employee in writing of what additional
information is necessary to make certifications complete and sufficient. Employees must return
revised medical certifications to Fayette County within seven calendar days. With employees' or their
family members' permission, Fayette County’s Human Resource Department may contact
employees’ health care provider for clarification or authentication of medical certifications after
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employees have the opportunity to revise insufficient or incomplete certifications; employees' direct
supervisors do not contact employees' health care providers for such information.

Fayette County, at its expense, may require an examination by a second healthcare provider
designated by Fayette County. If the second healthcare provider’s opinion conflicts with the original
medical certification, Fayette County, at its expense, may require a third, mutually agreeable,
healthcare provider to conduct an examination and provide a final and binding opinion. Fayette
County may require subsequent medical recertification. Failure to provide requested certification
within fifteen (15) days, if such is practicable, may result in delay of further leave until it is provided.

Fayette County also reserves the right to require certification from a covered military member’s
healthcare provider if the employee is requesting military caregiver leave and certification in
connection with military exigency leave.

Reporting While on Leave

Employees who wish to apply for and who are approved for FMLA leave must follow the County’s
call-off and reporting off procedures.  (Please see Attendance Policy.)

If an employee takes leave because of his or her own serious health condition or to care for a
covered family member, the employee must contact the Human Resources Department at the
beginning of the leave and at least two (2) business days prior to the expiration date of the FMLA
medical certification, if practicable, regarding the status of the condition and the intention to return to
work. If the original certification of FMLA does not contain an expiration date, then the employee
must contact the Human Resources Department every thirty (30) days during the period of the leave.
In addition, the employee must give notice as soon as practicable (within two business days, if
feasible) if the dates of leave change or are extended or initially were unknown.

Leave is Unpaid

FMLA leave is unpaid. Employees are required to use all remaining paid leave (sick, personal, ½
vacation that is available at the start of the FMLA), except as otherwise provided under any
applicable collective bargaining agreement with respect to substitution of paid time off during FMLA
leave.

The substitution of paid leave time for unpaid FMLA leave time does not extend the twelve (12) or
twenty-six (26) weeks (whichever is applicable) of the FMLA leave period. In no case can the
substitution of paid leave time for unpaid leave time result in your receipt of more than 100% of your
salary. Your FMLA leave runs concurrently with other types of leave, for example accrued vacation
time that is substituted for unpaid FMLA leave.

Medical and Other Benefits

During approved FMLA leave, Fayette County will maintain the employee’s health benefits as if the
employee continued to be actively employed. If paid leave is substituted for unpaid FMLA leave,
Fayette County will deduct the employee’s portion of the health plan premium as a regular payroll
deduction. If the leave is unpaid, the employee must promptly pay his or her portion of the premium.
The healthcare coverage will cease if the premium payment is more than thirty (30) days late. If
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payment is more than fifteen (15) days late, Fayette County will send the employee a letter to this
effect. If Fayette County does not receive the premium payment within fifteen (15) days after the
date of this letter, the coverage may cease. If the employee elects not to return to work for at least
thirty (30) calendar days at the end of the leave period, the employee will be required to reimburse
Fayette County for the cost of the health benefit premiums paid by Fayette County for maintaining
coverage during the unpaid leave, unless the employee cannot return to work because of a serious
health condition or other circumstances beyond the employee’s control.

Employees will not earn any holiday, paid sick leave, personal and vacation benefits during the
unpaid portion of an FMLA leave. Employees will continue to earn years-of-service credit while on
FMLA leave.

Intermittent and Reduced Schedule Leave

If medically necessary, FMLA leave occasioned by a serious health condition may be taken
intermittently (in separate blocks of time due to a serious health condition) or on a reduced leave
schedule (reducing the usual number of hours worked per workweek or workday). FMLA leave may
also be taken intermittently or on a reduced leave schedule for a qualifying exigency relating to
covered military service. Employees needing intermittent/reduced schedule leave for foreseeable
medical treatment must work with Fayette County to schedule the leave so as not to unduly disrupt
operations, subject to the approval of the employee's health care provider.

If leave is unpaid, Fayette County will reduce the employee’s salary based on the amount of time
actually worked. In addition, in certain circumstances, while the employee is on an intermittent or
reduced schedule leave, Fayette County may temporarily transfer the employee to an available
alternative position that better accommodates the leave schedule and has equivalent pay and
benefits. These circumstances include if the leave is foreseeable, is based on planned medical
treatment for the employee or a family member, or if the Fayette County agrees to permit the leave
for the birth of a child or for placement of a child for adoption or foster care.

All employees utilizing intermittent leave must follow the call-off and reporting off procedures in the
County’s Attendance Policy. (Please see Attendance Policy) and notify, in writing, the employee’s
direct Supervisor and the Human Resources Department. The notification should include the days
and/or hours in which you are utilizing FMLA leave. Additionally, timesheets must be marked
accordingly to identify the days and hours used for FMLA.

Returning from Leave

If an employee takes leave because of his or her own serious health condition (except if the
employee is taking intermittent leave), the employee is required, as are all employees returning from
other types of medical leave, to provide medical certification that the employee is fit to resume work
and can perform the essential functions of his or her job. Otherwise, the employee will not be
permitted to resume work until the certification is provided. 

Subject to the requirements of the FMLA and regulations, upon return from an FMLA leave an
employee will be restored to the same or equivalent position as he or she held prior to the leave. An
equivalent position has the same pay, benefits and working conditions as previously existed. It also
involves the same or substantially the same duties and responsibilities and must entail substantially
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equivalent skill, effort, responsibility and authority. Employees on an FMLA leave are also subject to
any reduction in force that would have occurred had they not been on FMLA.

Misuse of Leaves

Fraud or misuse of leaves of absence will result in disciplinary action up to and including termination.
A non-exhaustive list of examples of fraud or misuse include:

  Working elsewhere while on leave without the express permission of the Commissioners
 Falsifying a leave application form
 Failure to return from authorized leave except as otherwise authorized by the County

(e.g., extension of unpaid leave as a reasonable accommodation of disability, approved
personal leave)

Extensions

If the employee has exhausted FMLA but requires additional time prior to returning to work, the
employee can request a Personal Leave or an extension of unpaid leave as reasonable
accommodation under the Americans with Disabilities Act. (Please see Personal Leaves of Absence
and Disability/Reasonable Accommodation Policy)

BERE AVEMENT LE AVE

The County will provide full-time employees with up to a maximum of six (6) days with pay for the
death of the employee’s spouse, significant (cohabitating) other, child, stepchild, legal ward, father,
mother, brother, sister, father-in-law, mother-in-law, son-in-law, daughter-in-law, and significant
(cohabitating) other’s mother, father, or child. 

As it pertains to significant (cohabitating) others, a fully executed affidavit of domestic partnership
must be on file with the Human Resources Department before the date of death in order to confirm
this relationship and to receive bereavement leave. 

Full-tim e em p loye e s m a y b e e xcu se d f o r a ma xim u m o f th ree (3) consecutive wo rk ing d a ys with
f u ll p a y, wh i ch sh a ll inclu d e th e day o f th e fu n e ral, a s b erea ve m e nt lea ve fo r a d e a th in the
imm ed iate f am ily. W ee ken d s a n d ho lid a ys wi ll n o t n e ga te co n se cu tive wo rkda ys. T h e im me d ia te
f am ily sh a ll inclu d e th e em p loye e ’s: gran d p a ren t, grandparent-in-law, gran d ch ild , ste pm o th e r,
ste pfa the r, stepbrother, stepsister, first cousin, aunt, uncle, niece, nephew, brother-in-law or sister-in-
law.  T h is p o licy m a y in clud e a n y o th e r p e rson living  with in  yo u r ho u se ho ld.

Full-time em p lo ye e s ma y b e e xcu se d fo r be rea ve me nt lea ve of o ne (1) da y with f u ll pa y d u e to the
d e a th of an employee’s child’s natural parent (including adoptive parent) who no longer resides with
the employee. 

Part-time and non-regular employees are not eligible for paid bereavement leave but are eligible for
unpaid bereavement leave.  
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T he  Cou n ty may, at its sole discretion, extend bereavement leave with pay as provided in this policy.

The County reserves the right to request any documentation that may be necessary to confirm
eligibility for bereavement leave.

MILIT AR Y LE AVE

The County recognizes that employees may need to be absent from work to serve in the US or state
military. The County provides military service leaves of absence to all eligible employees in
compliance with the Uniformed Services Employment and Reemployment Rights Act (USERRA) and
applicable Pennsylvania laws.

If you need to take military service leave, you or an authorized military service officer should provide
advance notice to your supervisor or the Human Resources Department. When possible, you should
give at least 30 days’ notice of your request for leave. If 30 days’ notice is not possible because of
military necessity or for other reasons, you should give as much advance notice to the County as
possible.

Written notice is preferred, but not required. Where possible, please submit a copy of your military
orders, training notice, or order to active duty, along with your completed Leave of Absence request
form, to your supervisor or the Human Resources Department.

Eligible employees include regular full-time, part-time, and non-regular employees who are absent
from work because of eligible military service. For purposes of this policy, eligible military service
means certain types of service (listed below) in the following branches of the US military: U.S. Armed
Forces, U.S. Reserves, National Guard (including the Army National Guard and Air National Guard,
when the employee is engaged under federal authority in active duty for training, inactive duty
training, or full-time National Guard duty), Pennsylvania National Guard and Pennsylvania Air
National Guard, commissioned corps of the Public Health Service, and any other category of persons
designated by the President in time of war or national emergency.

Eligible employees may take leave under this policy for the following types of military service: active
duty, active duty for training, initial active duty for training, inactive duty training, full-time National
Guard duty, Pennsylvania National Guard and Pennsylvania Air National Guard duty when the
employee is called or ordered to active state or special state duty by the Governor, submitting to an
examination to determine your fitness for any of these services, funeral honors duty performed by
National Guard or Reserve members, service as an intermittent disaster response appointee of the
National Disaster Medical System when employees are activated under federal authority or attending
authorized training in support of a federal mission.

Employees on military leave may choose to use any accrued vacation time and keep whatever
military pay is received, or the employee may choose not to use any vacation time and the County
will pay the difference between the total military pay and what the employee’s base pay would have
been during the period of military leave. The maximum time the County can pay the difference is two
weeks. To receive any differential pay, employees must submit their military pay stubs to the Human
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Resources Department so the County can calculate the differential pay. 

During military service leave, all benefits provided under an employee benefit plan are governed by
the terms and conditions of the applicable employee benefit plan documents in accordance with
applicable law. For all other non-seniority benefits, except for the pay differential under this policy, an
employee on military service leave will receive the same rights and benefits as employees on any
other leave of absence.

Employees may be eligible for reemployment after their military service leave. Any employees who
would like to return to work must report to work or submit an application for reemployment to the
Human Resources Department, including their military discharge documentation, if available, as
follows:

 If their military service was for less than 31 days, they must report to work on the first
regularly scheduled workday that is at least eight hours after they return home from military
service.

 If their military service was for 31 to 180 days, they must apply for reemployment within 14
days following completion of military service. 

 If their military service was for more than 180 days, they must apply for reemployment within
90 days following completion of military service.

 If they suffered a service-connected injury or illness and they are hospitalized or
convalescing, they have up to two years following completion of military service to return to
their jobs or apply for reemployment, depending on the length of recovery time required.

If any employees are unable to comply with this reporting schedule through no fault of their own or if
they are injured or recovering from an injury and need an accommodation for specific circumstances
beyond their control, they should speak with the Human Resources Department as soon as possible
to determine if they are eligible for a reasonable accommodation or additional time to apply for
reemployment. Employees who do not report to work or apply for reemployment within the applicable
timeframe will be subject to the County’s rules about unexcused absences. Nothing in this policy
requires the County to reemploy individuals who are not eligible for reemployment rights under
applicable law. 

Employees who are eligible for reemployment will be reemployed with the same seniority, and all
rights and benefits based on that seniority, that they would have attained if they had not taken military
leave. Seniority rights include pay and benefits that accrue or are determined based on length of
service.

Where the Pennsylvania Military Leave of Absence Act offers more protections or benefits to
employees, the protections or benefits that are more favorable to the employee, as provided by such
law, will apply.

J URY DUT Y  AND W ITNES S DUTY 
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T he Cou n ty gran ts a ll e mp loye e s tim e off to se rve o n a jury o r a s a witn e ss wh e n su b po e na e d b y th e
cou rt. Full-time em p loye e s wh o h a ve jur y d u ty o r wh o a re su b p oe n ae d to cou rt to a pp e a r a s a
witn e ss will b e p a id th e d iff e ren ce b etwe e n th e ir regu lar rate a n d the a m ou n t rece ive d f rom th e
Cou rts fo r su ch d u ty for up to ten (10) days of jury duty service each year. The remainder of time
spent on jury duty will be unpaid. W h ile o n jury d u ty, e m p lo ye e s will b e co n tinu e d o n th e h ea lth
in su ran ce p lan a s if th e y we re wo rkin g, provided the employee was enrolled in the plan prior to
commencing jury duty or witness leave.

Part-time and non-regular employees are not eligible for paid Jury Duty and Witness Duty leave but
are eligible for unpaid Jury Duty and Witness Duty leave.  

VOLUNTEE R COMMUNITY S ERVICE

T he Coun ty e n cou rage s e m p lo ye e s to su p po rt t h e i r c o m m u n i t i e s t h r o u g h v o l u n t e e r se rvice.
Em p loye e s wh o vo lun te e r a s firefighters, fire police, volunteer members of ambulance services or
rescue squads sha ll n o t b e te rm in a ted o r d iscip lin e d fo r tim e m issed a s th e resu lt of respo nd ing
to  a  ca ll  p rio r  to  th e  tim e  the employee  wa s  d u e  to  rep o rt  to  wo rk  f o r  the Cou n ty.

T im e m issed resp o nd in g to su ch a ca ll wil l b e co n sidered h ou rs wo rked a nd co m pe n sa ted a t t he ir
regu lar rat e of pa y and will be credited as hours worked for purposes of calculating overtime
compensation for non-exempt employees.

Em p lo ye e s m issin g tim e co ve red b y th is p o licy a re resp o n sib le f o r p rovidin g t h e D e pa rtme n t H ea d
a n d t h e H u m a n R e s o u r c e s D e p a r t m e n t with documentation f rom the designated head of the
volunteer group corroborating the date and time of and reason for the emergency response. 

Paid Sick Time

The County’s Paid Sick Time policy is intended to provide employee income assistance during
employment for absences related to the employee’s own illness or injury, or as otherwise set forth in
this policy.

Employees are encouraged to accumulate their sick time, if possible, in anticipation of an emergency
medical situation that may prevent them from being able to work.

(Please also refer to the Disability/Reasonable Accommodation Policy, FMLA Policy and Personal
Leave Policy).

Eligibility

Regular full-time employees who have completed one (1) calendar year of service will be eligible for
twelve (12) days of paid sick time effective January 1st of each calendar year. Newly hired employees
will receive a prorated amount of sick time upon hire in the amount of 7.5 hours of sick time for each
full month of anticipated service in their first calendar year of employment.
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Part-time and Non-regular employees are not eligible for paid sick time but may be entitled to unpaid
sick time. (Please also refer to the Disability/Reasonable Accommodation Policy, FMLA Policy and
Personal Leave Policy).

Accrual

Sick time may accumulate from year to year up to a maximum of 120 days. Any unused sick time is
forfeited at the time of resignation, termination, retirement or any other separation from employment,
as it is intended only to compensate employees for sick time when they are actively employed.

Sick Time Usage

Sick leave is to be used when an employee is disabled or physically/mentally unable to perform the
essential functions of his or her job, with or without a reasonable accommodation, due to non-work-
related illness or injury, including when the employee is temporarily disabled due to pregnancy-
related illness and childbirth. Sick leave may also be used when an employee needs to attend a
medical or dental appointment that cannot be scheduled outside of normal office hours.  

Up to five (5) sick days may also be used per year to care for the employee’s child, spouse, or
parent, If the family member case qualifies for FMLA leave, then the employee must use all available
sick time concurrently with the FMLA leave.  (Please see FMLA Leave Policy.)

The County reserves the right to request proper and complete medical substantiation of illness or
injury to support the necessity for sick leave including, but not limited to when the employee requests
sick leave for absences (1) the day before or day after a holiday, (2) the day before or day after a
scheduled vacation, (3 that are considered by the County to be patterns of absences (i.e. every other
Friday, every other Monday), and (4) that are considered to be excessive use by the County. Medical
substantiation is required if an employee is absent for three (3) or more consecutive workdays.

Concurrent Use with FMLA Leave/Disability/Reasonable Accommodation

An employee who is on FMLA Leave must use all available paid sick time concurrently with the
employee’s FMLA leave. Sick time is not to be used to extend FMLA Leave. (Please see FMLA
Policy.)

Any employee who requests medical leave as a reasonable accommodation of a disability must use
all available paid sick leave before taking unpaid medical leave under the Disability/Reasonable
Accommodation Policy. (Please see Disability/Reasonable Accommodation Policy.

Coordination with Holiday Pay

Holidays occurring during a period of illness are not charged against the sick time. (Please see
Holiday Pay Policy.)

Coordination with Workers’ Compensation
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Employees receiving Workers’ Compensation benefits are not entitled to be paid for sick time also,
because sick time is intended to be used for non-work-related illness or injury. (Please see Workers’
Compensation Policy.)

Coordination with Vacation Pay

Vacation days will not be paid at the same time as any day where an employee is using sick time.
(Please see Vacation Policy.)

Sick Time Donation

Full-time employees may surrender accrued sick leave to another employee who has used all of his
or her accrued sick time due to a personal medical emergency or a medical emergency of a spouse,
parent or child. A medical emergency includes a major illness or medical condition that requires a
prolonged absence or intermittent absences related to the same illness or condition. In order to
surrender or receive sick days under this Sick Time Donation policy, the following guidelines apply:

1. An employee receiving the surrendered days must currently be on an approved Family
and Medical Leave Act (FMLA) leave for a personal medical emergency or a medical
emergency of a spouse, parent or child.

2. An employee wishing to receive surrendered sick days of fellow employees must submit
the Sick Time Donation Request form to the Human Resources Department. The request
form must be signed and dated and must specify the medical emergency that the
employee or the employee’s spouse, parent or child is experiencing. Human Resources
will keep all request forms confidential.

3. If an employee would like for Human Resources to circulate a letter requesting fellow
employees to surrender accrued sick time, he or she must indicate that desire on the Sick
Time Donation Request form. Human Resources will then circulate the letter on behalf of
the employee to all County employees. The letter will not include confidential medical
information.

4. An employee receiving the surrendered days must have exhausted all of his or her own
accrued sick leave and vacation time prior to using sick leave surrendered by a fellow
employee.

5. An employee receiving surrendered sick leave will be paid for such time at his or her
regular rate of compensation. If an employee who has surrendered sick leave has a
different pay rate than the employee receiving the sick time, the sick leave rate will be
converted based on the recipient employee’s pay rate.

6. An employee wishing to surrender sick leave must submit a Donation of Sick Leave Form,
signed and dated, to the Human Resources Department. The employee may specify the
employee to whom he or she wishes to surrender sick leave on the form. 
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7. An employee may surrender ten (10) sick leave days per employee per year, not to
exceed ten (10) days surrendered per year. An employee will not be eligible to surrender
any sick leave days if he or she has less than five (5) accrued sick leave days remaining.

8. Donations must be date stamped upon receipt. Once the FMLA leave period has been
exhausted, any unused sick leave will be returned to the employees who surrendered it in
reverse order in which it was received.

9. Other than an employee who issues his or her intention to retire and has twenty (20)
years or more of continuous service, no employee will be permitted to donate sick leave
after he or she has issued an intention to resign or retire from employment.

PERSON AL LE AV E O F  ABSE NCE

Regular full-tim e em p loye e s wh o h a ve com p lete d a t lea st n ine ty (90 ) d a ys of co n tin u ou s se rvice a re
e ligible to requ e st a p e rsona l lea ve o f a b s e n c e . T he Comm issio n e rs m a y gra n t a n un p a id p e rsona l
lea ve o f a b se n ce fo r co m p e lling p e rsonal re a so n s, reasons th a t a re no t co ve red b y th e FML A
lea ve p o licy or if the employee is not eligible for FMLA leave, or for other reasons. Pe rsona l lea ve
ca n no t be take n on a n in te rm itten t b a sis. If an employee wishes to request an unpaid leave of
absence as a reasonable accommodation for a disability, please see the Disability/Reasonable
Accommodation Policy.

Part-time and non-regular employees are not eligible to be considered for personal leaves of
absence unless the personal leave is requested and approved as a reasonable accommodation of
disability. (Please see the Disability/Reasonable Accommodation Policy.)

Durin g th e p e rson a l le a ve o f a b sen ce , an e m p loye e w h o h a s b e e n e l i g i b l e t o p a r t i c i p a t e i n m e d i c a l 
i n s u r a n c e c o v e r a g e d u r i n g e m p l o y m e n t m a y co n tin u e h is o r h e r m e d ica l insu ran ce co ve rage
p rovide d t h at th e emp loye e p r o m p t l y pa ys t h e e n tire p rem ium d u r i n g t h e p e r s o n a l l e a v e i n 
a c c o r d a n c e w i t h t h e C o n s o l i d a t e d O m n i b u s B u d g e t R e c o n c i l i a t i o n A c t ( C O B R A ) d u e t o a r e d u c t i o n 
i n w o r k h o u r s . Failure to promptly pay the premium during a personal leave may result in loss of
eligibility for coverage.

Rein sta te me n t ca nn o t b e gu a ran te ed to an y e m p loye e retu rning f rom p e rson a l lea ve . Faye tt e
Cou nty at its discretion generally will e n d e a vo r to p lace emp loye e s retu rning f rom lea ve in the ir
fo rme r p o sition s o r p o sition co m pa rab le in sta tu s an d pa y, su b ject to b udge ta ry restrictio n s, Faye tt e
Cou n ty 's n e ed to f ill va ca n cies, a nd t he a b ility o f Fa ye tt e Cou n ty t o f ind qu a lif ied t em po rary
r e p lace m en ts.  However, there is no guarantee of reinstatement to any employee on personal leave.

If a p o sition is a va ila b le a n d th e emp loye e d oe s n o t retu rn to wo rk a f te r th e co n clusion of a p e rsona l
lea ve  of  a b sen ce ,  th is will b e  d e em ed  a  resign a tio n .

Accepting employment elsewhere while on a personal leave of absence is prohibited and is grounds
for termination from employment. 

PERSON AL TIME
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Regular full-tim e em p lo ye e s will b e e ligible fo r t w o (2) d a y s o f p e r s o n a l t i m e e a ch c a len da r ye a r.
Pe rsona l d a ys a re a wa rde d u p on h ire an d o n Ja nu a ry f irst o f e a ch ye a r. Part-time employees and
non-regular employees are not eligible for paid personal time.

Unu se d p e rson a l time m a y n o t be ca rried ove r f rom on e ye a r to a n o th e r an d will n o t be p a id
up on  the  em p loyee ’s te rm ina tion  o r resign a tion .
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Se c tion 8 -Sa fet y P olic ie s a nd Proc e dures

GENERAL SAFETY POLICY

Policy Statement

Fayette County holds in high regard the safety and health of its employees. We believe that incidents
which injure people and damage equipment cause needless personal suffering, inconvenience, and
expense. We believe that taking common sense precautions can prevent practically all incidents.

To this end, every reasonable effort will be made in the interest of safe working conditions, safe
premises, and the prevention of accidental injuries and illnesses.

Fayette County will not terminate, threaten to terminate, demote, suspend, or discriminate against
any employee for making statements, complaints, or recommendations relating to employee safety
and health, for serving as a safety committee member, or for participating in a workplace safety
inspection.

Managers and Supervisors

Each manager and supervisor shall view safety as a vital part of his or her overall responsibility.
Managers and supervisors are responsible not only for the quantity and quality of work produced by
employees, but also for their occupational safety and health. Managers and supervisors are
responsible to maintain safe working conditions. Each manager and supervisor shall be held
accountable for the safety record of his or her area of responsibility.

Employee Safety Rules

Each employee is responsible to:

 Work in a safe manner at all times, making safety an integral part of every job.
 Learn and follow Fayette County’s established safe job procedures for each job you

perform.
 Refrain from reporting to work while using, possessing, or under the influence of

alcohol or illegal drugs, and from consuming while on duty.
 Use equipment properly; do not abuse it. Do not remove or disable safety features,

devices, or guards on any equipment.
 Wear appropriate clothing for the job.
 Use safety equipment and personal protective equipment as required- hard hats, eye

protection, hearing protection, and so forth.
 Take an active part in the safety program.
 Cooperate fully with the program.
 Report unsafe acts and unsafe conditions to your supervisor immediately.
 Smoke only in designated areas outside of all buildings or County vehicles.
 Keep all work areas clean and orderly.
 Attend all safety training sessions as directed.
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 Know were first aid supplies are kept.
 Never attempt to repair or adjust a machine while it is operating. Follow Fayette

County’s lockout / tag out procedure when adjusting or working on equipment.
 Know and understand Fayette County’s Hazcom (Hazardous Materials

Communications) program.
 If working alone, makes sure that other employees know exactly where you are and

when you are expected to return.
 Never block an emergency exit, even for a few minutes.

An employee who sustains a job-related injury or illness must:

 Report the incident to his or her supervisor immediately. Supervisor then should
forward to Human Resources.

 Complete reporting forms as instructed.
 Obtain medical care from a provider specified by Fayette County for the first visit and

for 90 days following.

Off-Site Safety Procedures (Non-Uniformed County Employees)

When a job assignment requires an employee to enter upon a residential or commercial property
within Fayette County, the following procedures shall be followed:

 Prior to arriving at the property, contact the property owner to let him or her know the
date and time the employee will be on their property and explain the reason for the
employee’s presence;

 If the Department provides a county vehicle for such assignments, the employee shall
use the county vehicle with a municipal license plate;

 Once at the property, first introduce yourself to the property owner, and again explain
the purpose and anticipated length of time the employee will be present;

 If the property owner is absent, the employee shall leave a door hanger with the time,
date, reason for the visit and his or her name with the Department phone number;

 If the property has “No Trespassing” signs posted, the employee shall leave the
property until personal contact is made with the property owner;

 If the property owner exhibits a hostile attitude, the employee shall leave the property
immediately;

 While on the property, the employee’s County issued photo ID tag shall be visible at
all times and the employee shall wear a County issued safety vest, which shall also be
visible and worn at all times while on the property;

 When the job assignment is complete, inform the property owner that the employee is
leaving the premises.

 Any Department policies concerning off-site safety policies and procedures shall be
followed in conjunction with the above-stated policies.

Disciplinary Procedure

Employees who do not follow Fayette County’s safety guidelines and the provisions of the safety
program may be subject to disciplinary action, up to and including termination of employment.
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Safety Suggestion and Complaint Procedure

Fayette County maintains a safety suggestion and complaint procedure to make sure that every
employee has a chance to be heard.

A safety suggestion box, including a supply of blank forms, is located in the employee break room.
The Safety Committee Chairperson is responsible to make sure that blank forms (Attachment) are
available at all times.

The safety committee chairperson shall collect the contents of these boxes once each week. He or
she is authorized to take immediate action as indicated by the nature of the suggestion or complaint.
In addition, all completed forms shall be reviewed at the next safety committee meeting, and
appropriate action shall be taken by the committee.

Safety Committee

The responsibilities of the safety committee shall include, but not limited to:

 To evaluate the employee safety program annually and make written
recommendations for Fayette County’s management.

 To establish procedures for monthly workplace inspections by the safety committee for
the purpose of locating and identifying safety and health hazards.

 To conduct monthly workplace safety inspections for the purpose of locating and
identifying employee safety and health hazards. All safety inspections must be
documented in writing. The location and identity of all identified hazards must be
documented in writing, and the committee must make recommendations to Fayette
County’s management regarding correction of these hazards. All written reports must
be maintained by the safety committee.

 To report specific safety hazards to Fayette County’s management, and document
corrective measures that were taken.

 To review all employee work-related illnesses and injuries in a timely fashion, make
sure they were investigated properly and recommend appropriate corrective action to
Fayette County’s management.

 To review all employee suggestions and complaints regarding occupational safety and
health hazards and recommend appropriate corrective action to Fayette County’s
management.

 To review all newly implemented safety equipment or safety and health procedures for
effectiveness and make appropriate recommendations to Fayette County’s
management.

The responsibilities of the safety committee chairperson shall include, but not be limited to:

 To preside at all meetings of the safety committee.
 To act as liaison between the safety committee and Fayette County’s management.
 To ensure that the safety committee operates in accordance with this policy.
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 To schedule monthly meetings; to ensure that meetings are held at least monthly.
 To solicit agenda topics, and to prepare a written agenda for each meeting and

distribute it to each member at least one week before the meeting.
 To delegate responsibility for follow-up action to individual committee members.
 To prepare written minutes within one week of each meeting and distribute them to

committee members and Fayette County’s management and post a copy in the
workplace.

 To ensure that the education and training requirements listed below are met.
 To maintain a current written membership list; to ensure that committee membership

meets the requirements listed below.

Safety Committee Membership

The membership of the safety committee shall consist of an equal number of employer and employee
representatives as follows:

Position Position
Prisons Employee Emergency Management Employer
Bridge Employee Bldg. & Grounds Employer
Assessment Employee Commissioner’s Office Employer

1. Membership must represent all the major work functions of Fayette County.
2. All members shall serve a continuous term of at least one year.
3. Membership should be rotated to bring new members onto the committee. However,

to ensure continuity, at least one experienced committee member must always serve
on the committee.

4. Employees interested in becoming safety committee members should apply in person
to the safety committee chairperson.

5. The safety committee chairperson shall be appointed by members of the safety
committee and shall report directly to the Fayette County Board of Commissioners.

6. All safety committee members will be permitted to spend reasonable time away from
their scheduled work assignment to perform committee duties, without loss of pay or
benefits.

Operation of Meetings

1. All safety committee decisions shall be made by majority vote of the members present
at the meeting.

2. The safety committee must meet monthly. Additional meetings may be held as
necessary, at the discretion of the committee chairperson.

3. The chairperson shall bring the meeting to order and cover at least the following items:
i. Old business from previous meetings.
ii. Topics on the agenda. At a minimum, the following topics shall be discussed:

1. All employee job-related injuries and illnesses that occurred since the
previous meeting.
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2. The status of all unresolved or uncorrected safety and health hazards.
b. New business. The chairperson shall have the discretion to table any new business

and add it to
c. the agenda of the next monthly meeting.
d. Adjournment of the business meeting.
e. Safety inspection conducted by members of the committee.

Authority

The safety committee shall carry the delegated authority of Fayette County’s management with
respect to employee safety and health matters.

Training

Each safety committee member shall receive training in employee safety and health at least once per
year.  Topics must address concerns that are specific to Fayette County.
Training programs must be conducted by a person or persons with one of the following qualifications:

 A certified safety professional (CSP)
 A certified industrial hygienist (CIH)
 A person with a bachelor’s degree in occupational safety and health
 A person with a bachelor’s degree in science or engineering, and at least two years of

experience in occupational safety and health.

FIRE  PREVENTIO N  AND E V ACU ATION

Fire p reve n tio n m u st be the job of e ve ry e m p loye e . Eva cu a tion p roce d u res a re po sted in e a ch
bu ild ing. Fire e xits m u st b e kep t clea r f ro m ob struction an d p lainly m a rked . Viola tion of f i r e 
p r e v e n t i o n r u l e s w i l l b e grou n d s fo r d isci p lin a ry a ctio n u p to an d in clud ing te rm ina tio n of
e mp loym e nt.

Eva cu a tio n Proced u res

In  t he  e ve n t of  a n e merge n cy,  su ch  a s f ire , an d  an  a larm  sou nd s em p loye e s sh o u ld :

 Proce ed imm e d ia te ly to th e sta irwe ll e xit u si n g th e p rima ry e va cu a tio n rou te f rom
th e ir area .

 DO NOT USE  THE  ELEV ATORS

 Clo se  t he  d oo r to t he ir off ice a s t he y le a ve .

 T o a vo id  inju ry,  wa lk a s qu ickly a s p o ssible ,  bu t  do  no t  run.

 Do n o t c a r r y a n y i t e m s , i.e . coff e e , c o a t s , p u r s e s , n e w s p a p e r s , e t c . int o the
sta irwe lls

 Ke e p yo u r he ad  up  and  rema i n  ca lm .
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 Proce ed to d e sign a ted a rea a n d re ma in the re in a qu iet a n d o rde rly m a n n e r and
wa it f o r f u rth e r in stru ctio n s.

W ORKPL ACE VIO LENCE

Faye tt e Coun ty is com m itte d to p reve n tin g wo rkplace viole n ce and to m a inta inin g a safe wo rk
e n viro n m e n t. Give n th e se e m in gly increa sing o ccu rre n ce of viole n ce in th e wo rkplace , th e Co u nty
h a s ad o pte d t he f o llo wing gu ide lin e s.

1 .   All e mp loye e s sh ou ld b e trea ted with co u rtesy a n d resp e ct at a ll tim e s. Em p loye es
a re e xp e cted to ref rain f rom f igh tin g, h o rse p lay, o r o th e r co n d uct th at m a y be
d a n ge rou s  to o the rs.

2 .   Firea rm s, we a p o n s a n d o th e r d an ge rous o r h a z a r d o u s d e vices o r su b sta n ce s a re
p roh ibite d on Coun ty p rem ises, e xce p t th o se a uth o rize d b y Co u n ty O rdina n ce 97 -1
(Co u rtho u se S e cu rity).

3 .  Con d u ct th at th rea te ns, int im id ate s, o r co e rce s a n oth e r em p lo ye e , a clie n t, o r a
m em be r of th e pu b lic a t a n y time , inclu d in g off -d u ty p e riod s, will n o t b e to lerate d . This
p roh ibition inclu de s a ll a cts of ha rassmen t or discrimination inclu d ing th a t w h i c h 
is b a sed on an ind ividu a l’s ge n d e r, race , a ge , o r an y o th e r ch a racte ristic p rote cte d b y
f e de ral  sta te ,  o r loca l law.

3 .   All th rea ts of (or a ctua l) viole n ce , b oth d irect a n d ind ire ct, sh o u ld b e rep o rted a s
so o n a s p o ssible to the em p loye e ’s su p e rvisor o r an y o th e r me mbe r of m an a gem e nt.
T h is inclu de s th rea ts by e m p loye e s, clie n ts, ve n do rs, so licito rs o r o th e r m em be rs of
the p u b lic. W hen rep o rting a th rea t o f viole n ce , th e e mp loye e sh o u ld b e a s sp e cif ic
a nd d e ta iled  a s p o ssible .

4 .   All su sp icio u s ind ividu a ls o r a ctivities sh o u ld a lso be repo rted a s so o n a s po ssible .
Em p lo ye e s sh o u ld n ot p lace th em se lve s in d a n ge r. Em p loye e s sho u ld no t, a tt em pt to
m e d ia te a  comm o tio n o r distu rba n ce .

5 .   T he Co un ty wil l p rom p tly a n d t h o rou gh ly in ve s tiga te a ll repo rts of th rea ts of viole n ce
a n d of su sp icio u s in d ividu a ls o r a ctivities. The id en tity of t he in d ividu a l ma king a rep o rt
wi ll b e p rote cte d a s m uch a s p ractical. In o rde r to m a inta in wo rkplace safe ty a n d th e
int e grity o f its inve stiga tio n , th e Co u nty m a y su sp en d emp loye e s, e ith e r with o r with o u t
p a y p e n d in g in ve stiga tio n .

6 .  An yo n e de te rm ined to b e respo n sible f o r threa ts of (o r a ctua l) vi o len ce o r o th e r
co n du ct th at is in viol a tio n of th e se gu ide lin e s will b e su b ject to p rom p t d iscip lin a ry
a ctio n u p to a n d  in clud in g t e rm ina tio n .

7 .  T he Cou nty e n co u rage s e mp l o ye e s to b ring d ispu te s o r d iff e rence s with o th e r
e m p lo ye e s to the atte n tion of the su p e rvisors o r m a na ge me n t b ef o re the situa tion
e sca late s into p o te n tia l viole n ce . T h e Coun ty is e a ge r to a ssist in the reso lut ion of
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e m p lo ye e  d ispu te s and  will n o t  d iscip lin e  emp loye e s f o r ra isin g su ch  co n ce rns.

Violation of this policy may result in disciplinary action, up to and including termination of
employment.  
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Se c tion 9 –  Bene fits

GE NER AL BENEFITS S UMM ARY

Fayette County provides an excellent benefits package for its employees who meet the eligibility
requirements of the applicable plans and policies. Benefits include paid time off, health insurance,
dental insurance, vision insurance, life insurance, pension, Social Security and Worker’s
Compensation. Some benefits require employee elections or contributions. Additional information is
available through the Human Resources Department.

The County reserves the right, in its sole and absolute discretion, to amend, modify, or terminate, in
whole or in part, any or all of the provisions of the benefit plans described herein. Further, the County
reserves the exclusive right, power, and authority, in its sole and absolute discretion, to administer,
apply, and interpret the benefit plans described herein, and to decide all matters arising in connection
with the operation or administration of such plans. The County will maintain the most current
insurance documents; however, this is subject to availability of revised documents from the insurance
carriers. 

In the event of a conflict between this Handbook and the applicable plan document or policy, the
applicable plan document or policy shall control. 

Generally, regular full-time employees are eligible to participate in the County’s benefit plans. Part-
time and non-regular employees may be entitled by law to participate in some plans but are not
eligible for paid time off, health insurance, dental insurance, vision insurance, or life insurance
benefits unless required by law or applicable collective bargaining agreement. Any employee who
has questions regarding eligibility to participate in any benefit plan offered by the County should
contact the Human Resources Department.  

COBR A

The federal Consolidated Omnibus Budget Reconciliation Act (COBRA) gives employees and their
qualified beneficiaries the opportunity to continue benefit coverage under the employer’s medical
plans, dental plans, vision plan, and flexible spending accounts when a “qualifying event” would
normally result in the loss of eligibility.

Qualifying Events

Following are common examples of qualifying events:

 Termination of employment

 Death of the employee

 Reduction in work hours

 Divorce

 Retirement (if not eligible for retiree medical insurance)

 Loss of eligibility by a dependent child
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Length of Coverage

Coverage may continue for differing lengths of time depending upon the reason for eligibility. The
time limitations are:

 Up to 18 months if loss of coverage is due to termination of employment or reduction in
work hours

 Up to 36 months for dependents if loss of coverage is due to death, divorce, or a
dependent child’s loss of eligibility

 Up to 29 months if the individual is disabled at the time of eligibility for continued coverage
or is disabled within 60 days of eligibility for continued coverage

Cost of Coverage

Under extended coverage, the eligible individual pays full cost of coverage at the employer’s group
rate plus an administrative fee.

Termination of Continued Coverage

Continued coverage may terminate if:

 The individual becomes covered by another group plan (including Medicare),

 The individual fails to pay the required premium within the established grace period, or

 The employer no longer offers the plan(s) to its active employees.

Employee Responsibility

The County makes every effort to comply with the guidelines regarding an employee’s and qualified
dependent’s rights under COBRA. Under certain circumstances such as divorce and dependent
eligibility, it is the employee’s responsibility to advise the Human Resources Department so the
extended coverage may be offered to the employee’s dependents.

WORKERS’ C O M P E N S A T I O N  BENEFITS

I f you sustain a work-related injury or illness, you must immediately notify your Supervisor
and Human Resources.

Faye tt e Coun ty p rovide s a com p rehe n sive W orke r’s Com pe n sation insu ran ce p rogram a t n o co st to
yo u . This p rogram co ve rs a n y injury o r illne ss su sta ine d in th e cou rse of and a rising o u t of
e mp loym e nt with th e Cou n ty, th a t requ ire s me d ica l, su rgical, o r h o sp ita l trea tm e nt. Su b je ct to
a p p lica b le lega l requ ire m en ts, W o rke r’s Com p en sa tio n insu ran ce p rovide s b e n ef its afte r a sh o rt
wa iting p e rio d o r, if the e mploye e is h o sp ita lize d , im me d iate ly. Hosp ital b ills a n d me d icat io n
resu lting f rom wo rk -r e lat ed inju rie s will b e addressed in a cco rda n ce with th e a p p rop ria te W o rke rs’
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Com p en sa tio n  laws.

Fayette County has posted on bulletin boards a list of designated health care providers with whom
injured or ill workers must seek treatment for work-related injuries or illnesses. Please contact the
Human Resources Department with any questions regarding the list of health care providers or
workers’ compensation.   

EMPLOYEE  ASSIS T ANCE P ROGR AM

Faye tt e Co un ty p rovide s a n Em p loye e A ssista n ce Program (EAP) fo r all of its em p loye e s a n d th e ir
fa m ilies a t no co st to t he em p lo ye e . T he E AP is a va ila b le 24 h ou rs a d a y, 7 da ys p e r we e k. The EAP
is designed to help individuals manage issues that can impact their well-being and work
performance, such as substance abuse, workplace stress, family problems, and other personal
issues.

The County’s EAP provider is Mazzitti & Sullivan EAP Services. You may call the EAP at 1-800-543-
5080 or access services online at https://www.mseap.com/for-employees/ All communications with
the EAP are confidential.

Treatment is confidential (unless an EAP counselor is required by law to disclose information such as
child abuse) and will not become a part of an employee's personnel records. For more information on
the EAP, contact Human Resources.  

Sco p e of  Assista n ce

T he  E AP can  p rovide a ssista n ce  in m an y a rea s in clu d ing:

 Drug and alcohol abuse
 Child or spouse abuse
 Concerns about aging parents
 Emotional distress
 Grieving
 Health related issues
 Issues with children and adolescents
 Job stress
 Legal and financial referrals
 Marital and family discord

What’s Covered

Up t o t h r e e ( 3) se ssion s with a cou n se lor p e r p rob lem situa tion is p rovide d a t n o co st. If a dd itional
se ssion s a re requ ire d, th e y m a y b e co ve red b y o th e r insu ran ce s wh ich wil l b e e xp lain e d d u rin g a
f ree co n su lta tio n .

Ad d ition a l info rm atio n  is a va ila b le  in  from the Huma n  Re so u rces Department.

DEFERRED COMPENS ATION PROGR AM

https://www.mseap.com/for-employees/
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Faye tt e Cou nty o ff e rs a su pp lem e nta l retire m en t p rogram e sta b lishe d b y th e Nat iona l Asso ciat ion of
Cou n ties  (NACo)  f o r co unty  e m p loye e s.  PEBSCO  is  the  e xclusi ve a d m in istrato r of  th e p lan .

T he p lan a llo ws e m p loye e s to d ef e r o r “set aside ” a p e rcen ta ge of th e ir cu rre n t e a rnings int o a
retirem en t a ccou n t on a ta x -d e fe rre d ba sis. Taxe s o n the retirem en t a cco un t income itse lf a re a lso
def e rred .

A va rie ty o f  in ve stmen t o p tion s a re a va ila b le  ra n ging f rom  e xtreme ly co n se rva tive  t o  ve ry a ggressi ve .

Ded u ction s a re mad e th rou gh  pa yroll d e d u ctio n s an d  ca n b e  ch a n ge d  at  an y t im e .

Please contact the Human Resources Department with any questions concerning this plan.
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AC K NOW LEDGE MENT O F RECEIP T OF  FAYETTE COUNT Y E MPLOYEE H AND BOOK

I hereby acknowledge that I have received t he Fayett e County Em ployee Handbook. I understand
that I must read, u nd e rstan d, a n d com p ly with a ll p rovisi o n s of the ha n db ook a p p lica b le to me. I
further understand that if I ha ve a n y qu e stio n s about the Employee Handbook, I am to consult with my
S u p e r v i s o r ,   m y   Dep a rtm ent Ma n a ge r, or the Hum an  Re so urces Director.

I u n d e r s t a n d t h a t t h e Em p loye e Han d bo o k is n o t inte n de d or co n strue d to b e a co n tract o r
gu a ran tee of e m p lo ym e n t o r con tinu e d e mp loym e nt, but instead is a ref e ren ce gu ide re ga rding
Fa ye tt e Co unty p o licies a n d p roced ures. I further understand and agree that unless I am covered by
a collective bargaining agreement or have civil service protection, my employment with Fayette
County is at-will, which means that I may voluntarily leave employment at any time, for any reason
and that I may be terminated from employment by the Fayette County at any time, for any reason,
with or without notice. I understand and agree that, except by written employment agreement for a
specific period signed by the Fayette County Board of Commissioners, no one at the County has the
authority to enter into an oral or written contract of employment of any kind with me.

I further understand than wherever a provision in this Handbook differs from the provisions of any
collective bargaining agreement that applies to me, I should refer to the specific terms of the
collective bargaining agreement, which will control, but the remainder of the policies in this Handbook
apply to me.

In addition, in accordance with Section 1620 of the Pennsylvania County Code, I understand the
Court has exclusive authority over matters related to the supervision, discipline and discharge of
Court employees. Any Court employee with questions about this provision should contact the Court
Administrator.  

I understand that in accordance with Section 1620 of the Pennsylvania County Code, elected and
appointed row officers have exclusive authority over matters related to the supervision, discipline and
discharge of any employees who report to the elected official. Any employee of an elected or
appointed row officer with questions about this provision should contact the elected or appointed row
officer to whom the employee reports. 

I u n d e r s t a n d t h a t Fayette County may need to, and reserves the right to, revise, supplement, or
rescind any policies or any portion of this handbook from time-to-time at th e d iscre tio n of th e
Comm issio n e rs.

Em ployee’s  Pr inted  Name Posit ion

Em ployee’s  Sig nat ure Date
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