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Regional Advocacy Meetings
Set stage for 2013 legislative priorities

record breaking crowds gathered at ten Regional Advo-
cacy Meetings in August and early September to give 
local officials the opportunity to weigh in on 

priorities for the 2013-2014 legislative session. 
These regional meetings are part of the 
process of learning from municipal leaders 
what challenges their cities and towns face and 
how changes in state law can help them meet these 
challenges.

In welcoming participants at the Midlands Regional 
Advocacy Meeting, Sumter Mayor Joe McElveen, chair of 
the Association’s legislative committee, said, “Regardless of 
the size and location of our cities, most of the issues we face 
are the same; it’s just a matter of scale.” McElveen said. The 
discussions at all ten meetings reinforced this.

Local officials discussed dozens of concerns but most 
centered around local transportation issues and economic 
development. Local leaders discussed the need for adequate and 

properly maintained roads, resources to support the 
start-up and growth of small businesses in cities 

and towns, and solutions to the challenges posed 
by abandoned and dilapidated buildings in 
commercial areas and neighborhoods.

These issues were prioritized and 
discussed at the Association’s legislative commit-

tee meeting on September 25. The Association’s 
board received the committee’s recommendations on 

September 29. Check the Association’s website for the final 
legislative priorities for 2013. More details will be available in 

the November Uptown.
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Nothing is more satisfying for 
local leaders than seeing resi-
dents enjoy and use community 

facilities. Requests to use municipal 
premises and facilities have become a 
common occurrence; however, the usage 
can expose the municipality to potential 
liability if someone gets hurt or property 
is damaged. 

If a child gets hurt while attending a 
birthday party in a city park, is the city 
at risk for a potential lawsuit? What if a 
wedding party renting a community center 
damages the facility during the reception…
who is held liable for the damages?

Some liability insurance providers may 
exclude this type of exposure from a city’s 
policy. One option for the city is to require 
the “tenant user” to purchase liability 
insurance. By requiring the tenant user 
to purchase this coverage, the exposure 
to bodily injury and property damage as 
a result of the tenant user’s negligence 
will be insured and the municipality will 
be protected as well. The municipality is 
named as an additional insured for the 
negligence of the tenant user. 

Sponsored by the National League 
of Cities and underwritten by HUB 
International, the Tenant Users Liability 
Insurance Program was designed for the 
unique exposures presented when the 
public rents or utilizes property owned by 
a municipality. The tenant user pays the 

premium costs, which are based on the 
nature of the event, the number of event 
days, the number of participants, the level 
of risk and any special requirements.

Examples of events TULIP can 
cover

•	 birthday parties 
•	 block parties/street fairs 
•	 civic organization meetings 
•	 farmers markets (multiple dates 

can be covered under one policy) 
•	 fundraising activities 
•	 parades sponsored by 

organizations other than the 
municipality 

•	 weddings
*Liquor liability is available as well.

TULIP is a membership benefit for 
members of the SC Municipal Insurance 
and Risk Financing Fund and the SC 
Municipal Insurance Trust, the Municipal 
Association’s two self-funded insurance 
programs. Each member receives a 
unique entity ID code for the tenant user 
to receive an online quote and purchase 
the policy. After the hosting organization 
purchases the coverage, the municipality 
receives a certificate of insurance. 

For more information about TULIP, 
contact Leigh Polhill, underwriting 
manager for the Municipal Association 
of South Carolina, at 803.354.4752 or 
lpolhill@masc.sc.

TULIP provides “renter” insurance



3uptown: october 2012

Grass mowing – H. 3254, Act 
136. Allows a county or municipality, 
upon the written approval of DOT and 
at its own expense, to conduct vegeta-
tion management activities if the DOT 
declines to do so in those areas.  

Golf cart operation – H. 3259, 
Act 177. Changes several restrictions 
on the use of golf carts on public roads. 
An owner of a golf cart must get a permit 
decal and registration from the Depart-
ment of Motor Vehicles by presenting 
proof of ownership and liability insurance 
and paying a fee.

Road closures – H. 3390, Act 
184. Allows a political subdivision to 
petition a court to abandon or close any 
street, road or highway. Notice must be 
posted along the street, road, or highway, 
and the location is subject to approval by 
the governmental entity responsible for 
the maintenance of the street, road, or 
highway. DOT must establish minimum 
mandatory size, language and specific 
positioning of signs.

Bath Salts - H3793, Act 140. 
Bans drugs commonly known as “bath 
salts.” 

Canal Dredging – H. 4033, Act 
268. Adds dredging to the list of projects 
that can be funded with a county capital 
projects sales tax. Current law already 
allows property owners within a munici-
pal improvement district to be voluntarily 
assessed for widening and dredging 
canals. Language was added to include 
“waterways connected to those canals.”

Requirement for sewage 
systems after repeated spills – 
H. 3617, Act 109. Requires sewage 
systems or their treatment facilities that 
have had more than two significant 
sewage spills (over 5000 gallons) per 

100 system miles in a year to complete a 
comprehensive review of their operations 
and develop an action plan or an update 
to their current action plan. Utilities must 
notify the department of any significant 
spill orally within 24 hours and in writing 
within five days. 

Multi-lot discount - H3934, Act 
179. Changes the assessment discount 
for undeveloped acreage of at least 10 
subdivided lots. 

Allows for the multi-lot discount to be 
extended through 2014, giving developers 
that had the discount before January 1, 
2012, up to three additional years to claim 
the discount. The law further allows a 
transfer of a percentage of property to a 
family member already having a percent-
age ownership for no monetary exchange 
without it becoming an assessable transfer 
of property.

Special needs utility customers - 
H4108, Act 122. Changes the defini-
tion of special needs account customer for 
electric and natural gas service furnished 
by a municipality, special purpose district, 
public service district, electric coopera-
tive, public utility, public service authority 
or electric utility to include customers 
who suffer from Alzheimer’s disease or 
dementia.

Criminal cases to municipal 
court - H 4463, Act 169. Clarifies 
when criminal cases may be transferred 
to municipal court and clarifies when the 
defendant may object to the transfer of the 
case.

Municipal Courts – H. 4798, Act 
263. Revises the period of time a person 
must be tried in a municipal court from 
within seven days to within 10 days from 
the arrest or at a time scheduled by the 
court.

Municipal Alcohol Referendum – 
H. 5098, Act 266. Allows a city to call 
a temporary alcohol permit referendum for 
the same date as a county general election. 
The city must file a copy of the ordinance 
with the election commission 60 days before 
that general election. The city may conduct 
the referendum or contract with the county. 

Surface Water Withdrawal Fees 
- S 1220, Act 248. Specifies the fees 
for surface water withdrawal applications 
and permits that would otherwise have 
been repealed January 1, 2013.

Unemployment benefits – S. 
1125, Act 247. Specifies a person 
discharged from employment for cause 
is ineligible for unemployment benefits 
for 20 weeks starting on the date a person 
files a benefits request. When there is a 
fraudulent overpayment of benefits, the 
employer must be credited for the amount 
of the overpayment (this provision does 
not apply to employers that are govern-
mental entities, such as municipalities).

Lifeguards – S. 1351, Act 159. 
Gives flexibility in staffing public pools. A 
minimum required number of lifeguards 
is based on the square footage of the pool 
combined with the number of swimmers 
occupying the pool.

Bicyclists and pedestrians – S. 
1375, Act 252. Allows a local govern-
ment to authorize a partial exemption to 
state traffic laws for use of a non-interstate 
highway by bicyclists and pedestrians. 
The local government must determine 
that there is no other reasonably safe or 
viable alternative route, and the use of the 
freeway must be at least 10 percent closer 
than the shortest conventional alternative 
route. A local government must notify the 
DOT of the ordinance, and the DOT must 
remove signs prohibiting bicyclists and 
pedestrians from the freeway.

Bills of municipal interest become law
the major bills that passed in the 2012 legislative session were discussed in depth in the August Uptown. 
below are other bills of municipal interest that passed this session. A listing of all bills passed this session 
is available at www.masc.sc (keyword: legislative review).
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A s a result of legislation passed 
in the 2012 session of the South 
Carolina General Assembly, all 

cities must immediately amend their 
business license ordinance for insurance 
companies and non-admitted insurance 
brokers. Cities must also renew their 
agreement with the Municipal Associa-
tion of South Carolina to collect these 
taxes on their behalf. In late September, 
the Association mailed a copy of the 
amendment and revised agreement to the 
main contact of each city participating in 
the Association’s collection programs. 

The state legislation was necessary and 
supported by cities and towns because of 
a recent change in federal law known as 
the “Dodd-Frank” Act. Within the Act is a 
provision, the Non-admitted and Reinsur-
ance Reform Act of 2010, which states 
that the “placement of non-admitted 
insurance is subject to the statutory and 
regulatory requirements solely of the 
insured’s home state.” It goes further to 
state only the “home state” may require 

the payment of premium tax for non-
admitted insurance.

In response to this change in federal 
law, on June 29, 2012, Governor Nikki 
Haley signed into law legislation that 
designates a single tax rate of 6 percent 
for the broker’s premium tax in South 
Carolina. The new state law fully complies 
with the new federal regulations while 
preserving the designation and collection 
of a 4 percent state tax and a 2 percent 
municipal broker’s premium tax.  

The Act further requires the South 
Carolina Department of Insurance to 
collect the brokers’ premium tax and 
deposit all revenue collected into a special 
fund, separate and distinct from the 
state’s general fund. The revised agree-
ment between cities and the Association 
designates the Association as the munici-
pal agent for cities, as allowed by the new 
state law. 

The Association, as the city’s 
municipal agent, will receive the 2 percent 
municipal tax from the Department of 

Insurance and will disburse the revenue to 
cities through its Brokers Tax Collection 
Program. The Department of Insurance 
is required to give the Association a full 
accounting of the taxes collected includ-
ing the name of the broker, amount 
collected from each broker and location of 
the risk insured. 

Miriam Hair, executive director of the 
Municipal Association, said “We appreci-
ate the support of legislators, especially 
Senator Wes Hayes, and the Department 
of Insurance in working with us to pass 
this legislation. In a time of decreasing 
revenues and increasing costs to provide 
municipal services, it was important that 
all cities and towns in South Carolina 
could maintain this source of revenue to 
support municipal services.”

For questions regarding the passage 
of the revised ordinance and agreement, 
contact Gail Hampton, collections program 
manager, at 803.933.1213 or ghampton@
masc.sc. 

Time to amend business license ordinances and agreements 

One of the Municipal Associa-
tion’s primary goals is to educate 
municipal elected officials and 

staff on the complex issues of municipal 
government. To achieve that goal, the 
Association publishes eight technical 
assistance handbooks. 

•	 Annexation Handbook 
•	 Comprehensive Planning Guide 
•	 Conducting Public Meetings 
•	 Forms and Powers of Municipal 

Government
•	 Handbook for Municipal Elected 

Officials 
•	 Incorporation Handbook
•	 Model Employee Handbook for 

SC Municipalities
•	 Election Handbook
The Association regularly updates 

these publications to reflect best practices, 
legislative changes and court rulings. 
Printed copies are available for purchase 
or the latest version of each handbook is 

available for download at www.masc.sc 
(keyword: publications). 

“We strongly encourage all municipal 
officials to have a copy of the Handbook 
for Municipal Elected Officials and to refer 
to it regularly,” said Eric Budds, deputy 
executive director. “This publication 
should be your first stop when researching 
municipal issues.” Budds pointed out that 
the Association’s field service managers 
deliver a complimentary copy of the 
handbook to each newly elected official.

The handbook is designed to provide 
an overview of critical areas of municipal 
operations and offer guidance to munici-
pal elected officials. The user-friendly 
guide is organized into chapters by subject 
matter, has a comprehensive index to 
allow users to quickly locate information 
and provides state code of law citations to 
facilitate additional research.

While the Handbook for Elected Offi-
cials provides an overview of each subject, 

the other hand-
books provide 
more detailed 
information on 
their specific 
area. “We also 
encourage 
members to contact 
our field service representatives or other 
Association staff members for technical 
assistance,” concluded Budds.

For more information about the Field 
Services program, visit www.masc.sc 
(keyword: FSM). 

Two additional handbooks available 
are the media and advocacy guides. The 
media guide helps elected officials develop 
and maintain good relationships with local 
reporters. The advocacy guide gives detailed 
information about developing relationships 
with local legislators, navigating a trip to 
the State House and using the Cities Mean 
Business advocacy materials.

Handbooks cover range of municipal topics
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BrIefs
Stacy Stafford of Columbia achieved 
her masters in business licensing 
designation from the SC Business 
Licensing Officials Association. 
Karen Evans of Lancaster, Siahee 
Shipman of Columbia and Tamara 
Smalls of Spartanburg recently achieved 
their accreditation in business licensing 
designation. 

Members of the Municipal Court 
Administration Association 

recently elected their 2012-13 officers 
and board of directors. President Mary 
Ann Davis of Chapin, Vice President 
Lisa Chapman of Charleston, Secretary/
Treasurer Kim Poulin of Abbeville, and 
Members-at-Large Diane Anderson of 
Rock Hill, Mary Sims of Newberry and 
Deloris Frye of Bennettsville.

Members of the Municipal 
Treasurers Association of SC 
recently elected their 2012-13 officers 
and board of directors. President Leo 
Larkin of Summerville, Vice President 
Wes Ratteree of Charleston, Secretary/
Treasurer Vince Simonowicz of Rock 
Hill, and Members-at-Large Stephanie 
Carroll of Conway, Keith Wood of 

e ach month, municipal officials have the opportunity to recognize national 
observances that will help them share the value of cities and towns with the 
community. Through each suggested national observance, municipal leaders can 

localize the observance and form partnerships with the local business community, the 
media, local nonprofit organizations and policy makers.   

Veterans Day – Always observed on November 11, Veterans Day is a time to 
honor servicemen and women who have served the United States military in peace and 
wartime. Host a parade to say thank you to all of your residents who serve or previously 
served in a branch of the armed forces. Urge residents to display American flags and 
yellow ribbons. Honor servicemen and women by passing a proclamation. Get more 
information at www.va.gov/opa/vetsday. 

America Recycles Day – Celebrated on November 15, this day is the only nation-
ally recognized observance that encourages Americans to recycle and buy recycled 
products. Inform and educate your residents about recycling efforts led by your 
hometown. Offer your residents a recycling pledge in their water or electricity bills or 
include it in your municipal newsletter and on your website. For more, visit americare-
cyclesday.org. 

National Adoption Awareness Month – Celebrated for more than 20 years, 
National Adoption Awareness Month brings awareness to the importance of adopting 
children currently in the foster care system. Pass a proclamation, work with a local 
adoption organization and educate residents on the importance of adoption. For 
more information, visit www.adopting.org/adoptions/november-is-national-adoption-
awareness-month-2.html. 

National Diabetes Month – November is the month designated to educate and 
bring awareness to diabetes and its negative effects on healthy living. Hold seminars for 
hometown employees and residents, partner with local health agencies and hospitals to 
host a health fair, or offer free diabetes testing at city hall. For more information, visit 
www.diabetes.org/communityprograms-and-localevents/americandiabetesmonth.jsp. 

November
2012

Hometown 
Happenings
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Laurens Commission of Public Works 
and Phil Hasty of Clinton.

Reba Campbell, deputy executive 
director at the Municipal Association, 
was recognized by the Columbia 
Regional Business Journal as one of 12 
Midlands Influential Women.

Martie Weaver recently joined 
the Municipal Association staff as 
administration assistant in the Education 
and Training Department. She provides 
administrative support for SC Association 
of Municipal Power Systems; SC Business 
Licensing Officials Association; and SC 
Municipal Finance Officers, Clerks and 
Treasurers Association.
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Cities can avoid noncompliance issues 
with the Tourism Expenditure 
Review Committee by following the 

basic rules of reporting and communication 
provided in state law. Sections 6-4-5 through 
6-4-35 outline how to spend, account and 
report state accommodations money.

TERC is an appointed, nine-member 
body established under Section 6-4-35 to 
“…serve as an oversight authority on all 
questionable tourism-related expenditures” 
of state accommodations tax money.  

TERC has the authority to block a city’s 
accommodations tax expenditures, so 
recognizing issues and resolving them early 
are important. Section 6-4-35 states, “If the 
committee finds an expenditure to be in 
noncompliance, it shall certify the noncom-
pliance to the State Treasurer, who shall 
withhold the amount of the expenditure 
found in noncompliance from the subse-
quent distributions in accommodations tax 
revenue otherwise due the municipality or 
county.” An appeal from an action of the 
committee lies with the Administrative Law 
Judge Division. 

The first $25,000 of state accommoda-
tions tax revenue goes directly to the 
city’s general fund without restriction. An 
additional 5 percent then goes directly to 
the general fund without restriction. Thirty 
percent of the remainder must be given 
to a nonprofit organization for tourism 
promotion (Section 6-4-10). The remaining 
65 percent must be used for tourism-related 
expenditures.

Three broad rules govern expenditures 
from this 65 percent fund:  1) must be for 
tourism purposes; 2) must be reviewed by 
the local accommodations tax advisory 
committee; and 3) must be reported annually 
to TERC.  

Tips:
The 30 percent fund. Make sure 
the dollars are given to an appropriate 
nonprofit group as defined in Section 
6-4-10(3). The municipality may not 
serve as the group.
File the report on time. Fail to 
file the annual report (Section 6-4-25 
(D)) on time, and TERC can assess $500 

per month, capped at $5,000 (Section 
6-4-35(B)(1)(b)).
Check the composition of the 
local advisory committee. 
$50,000 or more in accommodations 
tax receipts trigger a requirement that 
the municipality have a local advisory 
committee. Council cannot serve as the 
committee. Section 6-4-25 stipulates 
the types of individuals to appoint to 
the committee. Make sure the member-
ship is correct and the annual report 
to TERC identities which members 
represent which required sector (Section 
6-4-25(A)). 
All 65 percent fund expen-
diture requests must be 
reviewed by the local advi-
sory committee. Do not spend 
money without first going through the 
committee (Section 6-4-25(B)). If an 
appropriation fails for some reason (for 
example, an event did not happen), bring 
the committee back together to make 
another recommendation. 
Explain council’s indepen-
dence. Regardless of whether the 
council agrees with the local advisory 
committee, and it is not required to, the 
city still has to report those recommen-
dations to TERC (Section 6-4-25(D)). If 
the council does not follow the advice of 
the local advisory committee, include the 
reasons in the report. 
Make sure the numbers 
balance. There may be a good 
explanation why the revenues and 
expenditures do not match, so go ahead 
and tell why in the report. 
Make sure the report accounts 
for interest income. The law 
requires that the city spend the interest 
in the same manner as the principle 
(Section 6-4-10(4)(a)). 
Explain how the expenditure 
meets the law if it is not for 
out-of-market advertising. Ads 
in Southern Living magazine do not 
need an explanation but ads on your 
local AM radio station do. Explain the 
expenditure. How does it bring tourists 
to the area? How does it impact tourism? 

How does it provide for tourism? If there 
is not a good explanation, do not make 
the expenditure.
Definition of Tourist. TERC 
references in its instructions a definition 
of a “tourist” as someone from at least 
50 miles away, but this is not supported 
by state law, which defines travel and 
tourism as “…the action and activities of 
people taking trips outside their home 
communities for any purpose, except 
daily commuting to and from work” 
(Sec. 4-5-5(4)). If cities have this 50-mile 
rule referenced in their local application, 
it may be best to remove it since tourists 
to your city may travel less than 50 miles. 
However, while there is no hard and fast 
50-mile rule in state law, remember that 
the purpose of this money is to grow 
tourism. Ask the question, “Who is the 
audience?” If the audience is local, do 
not spend the money.
Make sure the city responds 
to inquiries from TERC. Often, 
TERC will write a letter or call the local 
jurisdiction, yet receive no response. 
Seek advice. If the city has a ques-
tion, TERC has staff available to give 
an opinion. If denied, ask to appear in 
person. If TERC notifies the city of an 
adverse ruling, ask to appear before the 
group at its next meeting to make the 
city’s case in person. 
Re-read the law from time to 
time. It’s easy to forget the complexities 
of the law between readings. 

Remember that TERC can block the 
city’s accommodations tax expenditure if it 
thinks it was improper. By following state 
law and providing the full information 
requested in the annual reports, cities are 
more likely to avoid a conflict with TERC 
over how state accommodations tax money 
was spent.  

For more information about the Tourism 
Expenditure Review Committee, visit www.
atax.sc.gov/forms.htm

*Leath was appointed to TERC by the 
governor at the recommendation of the 
Municipal Association.

Practical tips for working with TERC
Thomas E. Leath, city manager of Myrtle Beach and member of the Tourism Expenditure Review Committee*
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the Greenville Municipal Court 
routinely receives payments for 
traffic and criminal fines. As part of 

its internal controls process, employees 
typically mark bills with a special pen that 
determines whether the paper the bill was 
printed on was legitimate. Last year, a $20 
bill made it all the way to the bank before 
it was found to be counterfeit. Criminals 
had bypassed the marker test by using 
genuine $5 bills, bleaching out the dollar 
amount, then changing them to $20 bills, 
officials said. 

Greenville’s case is certainly not 
unique. Counterfeiting has been part 
of American culture since the Colonial 
times. In fact, as soon as the nation 
created a currency, crooks created coun-
terfeits, according to John Kenney, resi-
dent agent-in-charge for the United States 
Secret Service in Charleston. Kenney 
spoke about counterfeiting in August 
at the annual meeting of the Municipal 
Court Administration Association of SC, 
an affiliate of Municipal Association of SC.

While counterfeiting is not a huge 
problem in South Carolina, arrests are 
made here in counterfeiting cases, Kenney 
said. Counterfeiting happens all across 
the state, although the problem is not 
as severe here as in large cities like New 
York, Miami or Los Angeles, he said. 
Anyone with a personal computer and 
copier can reproduce currency, although 
these counterfeits typically are poor to 
fair quality, Kenney said. The high quality 
counterfeits usually come from overseas, 
he added. 

Along with the use of personal 
computers, other counterfeiting trends 
in South Carolina include spraying bills 
with hairspray to remove the ink and then 
reprinting them, and bleaching out the 
note to change the denomination, as was 
the case in Greenville. 

Bleaching the note defeats the counter-
feit detection pen, because the bill will still 
have the correct paper and a watermark—
although it will be the wrong one if the 
denomination is changed, Kenney said. 

Genuine currency has a lifelike portrait 
that stands out from the background. The 
Federal Reserve and Treasury seals on the 
bills are clear and sharp. Serial numbers 
have a distinctive style and are uniformly 
spaced. It is printed on paper with tiny red 
and blue fibers woven throughout, and a 
watermark is visible on the bill.  

The bleached bill in Greenville fooled 
unsuspecting city staff members long enough 
for it to reach the bank, where employees 
there detected it as a counterfeit. The city 
then contacted the Secret Service, which is 
responsible both for protecting the president 
and safeguarding the nation’s currency. 

Secret Service agents provided training 
at Greenville’s Municipal Court, and all city 
departments were invited to attend. The 
Secret Service brought examples of coun-
terfeit money and gave detailed instruc-
tions on what to look for when examining 
bills, said Pam Larson, clerk of operations 
for Greenville Municipal Court. 

One week after training, a staff 
member detected another counterfeit 
bill, Larson said. The city then decided 
to invest about $400 in a money counter 
that scans for ink, paper and infrared 

markings.  Any cash payment to the 
court’s front office goes through the 
counter, allowing counterfeit bills to be 
detected before the person leaves the 
building, Larson said. 

Counterfeit bills create a financial loss 
to local governments, but they also pose a 
public safety risk. Many times people who 
pass the counterfeit bills are unsuspecting 
victims. If authorities can find out where 
the bill came from, they may be able to 
track the printer who typically is involved 
in other illegal activity such as drugs, 
Kenney said. 

“If you’re the mayor of a small town, 
having counterfeit floating around is 
symptomatic of a larger problem,” he said. 

The best way to deal with the issue is 
to spread awareness and educate people 
about how to detect counterfeit bills, 
Kenney said. 

When trained to spot the bogus bills, 
city employees can serve as a first line 
of protection and help law enforcement, 
Larson added. 

“We’re doing everything we can to 
prevent it, to protect the entity and the 
public,” Larson said. 

Cities should be aware of counterfeit money 
to protect finances, public safety
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the retirement reform legislation 
(H4967, Act 278) that passed the 
General Assembly in July makes 

a number of sweeping changes to the 
state retirement system. The Teacher and 
Employee Retention Incentive program is 
one of the areas that saw major changes.

TERI is a deferred retirement option 
plan available to members of the South 
Carolina Retirement System who are 
eligible for retirement. TERI allows a 
retirement-eligible employee to retire and 
earn a deferred retirement benefit while 
continuing to work.

The decision to participate in the TERI 
program lies with the employee, not the 
employer. Depending on the employer’s 
policies regarding employment status and 
rights, the TERI participant may be an “at 
will” employee. 

Once an employee in the SCRS elects 
to participate in the TERI program, 
the employee is considered retired for 
SCRS administration purposes. From 
an employer’s perspective, however, the 
employee is still actively employed and 
subject to the personnel policies the 
employer has in place. Likewise, if the 
city participates in the state’s employee 
insurance programs, the employee is 
considered an active employee.

TERI participants pay the same pre-
tax contribution rate to SCRS as active 
employees for the duration of their TERI 
period. Employers must also pay the same 
employer contribution for TERI partici-
pants as they do for active employees.

TERI participants must terminate 
employment at the end of their TERI 
period. A TERI participant cannot receive 
a distribution of his TERI account until 
the employer provides confirmation of the 
TERI participant’s actual termination date. 

The employer also provides the employee’s 
final earnable compensation information, 
particularly any payment for unused 
annual leave, after termination.

Employees who plan to return to work 
for a covered employer (employer in the 
SCRS) after their TERI period ends must 
consult with their employer regarding 
the employer’s employment severance 
and return-to-work policy. The employer 
decides whether to hire an employee as a 
return-to-work retiree after the employee’s 
TERI period has ended. 

For those employees who enter TERI 
on or after January 2, 2013, an earnings 
limitation of $10,000 would apply if they 
are rehired by a covered employer after 
termination from TERI. This means that, 
upon reaching compensation of $10,000 
in a calendar year, the retired employee’s 
retirement benefit will be suspended for the 
remainder of the calendar year. (The same 
limit applies to those who retire from the 
Police Officers Retirement System or the 
SCRS on or after January 2, 2013, and are 
rehired by a covered employer.)

Among the other changes included in 
the retirement reform bill is a provision 
to close the TERI program effective June 
30, 2018. The program is not available to 
Class Three members (employees hired 
after July 1, 2012) and will be phased out 
for Class Two members (employees hired 
before July 1, 2012). Class Two members 
who enter the TERI program after July 1, 
2013, will not be eligible to participate in 
TERI for the full five years. Instead, their 
TERI participation will end on June 30, 
2018, regardless of when they entered the 
program. 

The legislation also created the 
South Carolina Public Employee Benefit 
Authority, a state agency responsible 
for administering and managing the 
state’s employee insurance programs 
and retirement systems. In the future, 
information regarding these benefits will 
come from PEBA rather than the former 
insurance and retirement divisions of the 
SC Budget and Control Board. 

For more information, visit www.peba.
sc.gov.

Employers 
and the TERI program

Submitted by the SC Retirement Systems

 TERI Start Date TERI End Date Max. Participation Period 
Employee A ........06/30/13 ..............05/31/18 .......................5 years
Employee B ........07/01/14 ..............06/30/18 .......................4 years
Employee C ........07/01/15 ..............06/30/18 .......................3 years
Employee D ........06/01/18 ..............06/30/18 ...................... 1 month
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the Family and Medical Leave Act  
entitles eligible employees to 12 
weeks of unpaid leave each year for 

certain medical issues for themselves or 
immediate family members. Employ-
ers are prohibited from discriminating 
or retaliating against an employee who 
exercises FMLA rights.

Employers and employees alike 
often are stymied by the administrative 
complexity of the FMLA process, includ-
ing both application for and implementa-
tion of its leave provisions. In an attempt 
to clarify the processes associated with the 
FMLA, the US Department of Labor  has 
issued a 20-page summary entitled “Need 
Time? The Employee’s Guide to the Family 
and Medical Leave Act.” 

While the booklet is directed primarily 
to employees, with flowcharts and Q-and-A 
sections,  it also provides to employers a 
roadmap of the process that the DOL is 
likely to use when a case comes before it 
that includes a claim of FMLA interfer-
ence or retaliation.

For instance, the booklet begins with 
the question, “Am I Eligible for FMLA 
Leave?” and a flowchart that walks 
through clearly worded questions. Each 
question requires a simple yes-or-no 
response to allow an individual to under-
stand the requirements for eligibility for 
FMLA leave. It then defines the “serious 
health conditions” for which an employee 
may request FMLA leave. 

Unfortunately, in its attempt to make 
the booklet as succinct as possible, the 
DOL has left out some of the nuances 
that courts have woven into their inter-
pretation of the FMLA. For instance, the 
wording of the “serious health condition” 
section may cause confusion on the issue 
of whether any three-day absence is 

FMLA’s provisions in an understandable, 
user-friendly manner.

The section entitled “The FMLA Leave 
Process” is especially valuable to employ-
ers, because it is a step-by-step guide that 
includes both the employer’s obligations 
and the employee’s responsibilities for 
successfully navigating the FMLA leave 
application process. The booklet also 
reminds employers of the time limits for 
responding to an employee’s request or 
certification information. 

In addition, the DOL’s explanation of 
the required medical certification may 
actually benefit employers, who often fail 
to provide specifics in their certification 
request. Employers may then have to 
follow up when an employee or a medical 
provider has questions about what kind 
of information is sufficient to support a 
request for leave.

While employees and employers 
both often shy away from governmental 
publications, assuming perhaps that 
the language will be convoluted or the 
information will simply be a self-serving 
summary of a particular law or regula-
tion, this booklet does not fall into either 
category, and is worth reviewing. For 
employees, the publication provides a 
clear and concise summary of the FMLA’s 
provisions. For employers it explains 
exactly what the DOL believes the process 
to be, and how employers should be 
implementing it.

The publication is available from the 
Department of Labor’s website at www.
dol.gov/whd/fmla/employeeguide.htm.

This article was drafted by the attorneys 
of Ogletree Deakins, a national labor 
and employment law firm that represents 
management. This information should not 
be relied upon as legal advice.

 “Plain language” 
explanation and guidebook for the FMLA

by Maria Greco Danaher, attorney, Ogletree Deakins 

sufficient to support a request for leave, 
and whether that particular absence must 
include a visit to a medical provider, in 
order to qualify as “serious.” However, 
generally, the DOL has summarized the 

 In an attempt to clarify the 

processes associated with the 

FMLA, the US Department 

of Labor has issued a 20-page 

summary entitled Need Time? 

The Employee’s Guide to the 

Family and Medical Leave Act.
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Frequently asked 
questions Human Resources
Q. What can you not  
ask a job applicant? 

A. Federal law limits the types of 
questions that can be legally asked. You 
cannot ask questions pertaining to the 
applicant’s personal life, medical history, 
religion, race, ethnic background or politi-
cal beliefs.

Q. Who can public sector 
employers test for drug use? 

A. Hiring can be contingent upon the 
applicant passing pre-employment drug 

tests and/or screenings. Also, employers 
can require drug tests of safety sensitive 
employees and other employees based on 
reasonable suspicion. The federal Depart-
ment of Transportation requires drug test-
ing of employees who hold a Commercial 
Drivers License.

Q. What information does the 
Freedom of Information Act 
require to be released during a 
public job search?

A. FOIA requires releasing all infor-
mation gathered as part of the search on 
the final pool of applicants consisting of 
not fewer than the final three applicants.

Q. When is the effective date of 
an ordinance changing council’s 
salary?

A. The change does not go into effect 
until the beginning of the term of two or 
more members of council elected at the 
next general election.

employers should be wary of tradi-
tional safety incentive programs 
that are reactive in nature and 

reward attaining a numerical goal, i.e. 30 
days without an injury. These goals may 
discourage employees from reporting 
an injury and has even lead to OSHA 
citations under 29 CFR 1904.2 (a) of its 
recordkeeping standard, particularly the 
requirement that ensures workers can 
report work-related injuries and illnesses.

Safety experts advocate nontraditional 
safety incentive programs that focus on 
recognizing employees for appropriate safety 
activities such as observed safe behavior, 
compliance with loss control standards and 
making safety suggestions. This approach 
says “catch employees doing something right 
and recognize them for it.” Employees are 
more likely to continue the desired behavior. 
It also focuses on being proactive instead of 
reactive. It involves creating a safety culture 
that rewards employees for making safety 
part of the process. The approach reflects a 
real commitment to safety at all levels in the 
organization.

Van Henson, training and education 
supervisor with the office of Occupa-
tional Safety and Health Administration 
Voluntary Programs at the South Carolina 
Department of Labor Licensing and 
Regulation, spoke to attendees at the SC 
Association of Municipal Power Systems’ 
Annual Meeting about creating a safety 
culture. 

Recognizing that each organization 
has a culture whether created intention-
ally or not is the first step, said Henson. 
Employers need to ask themselves if their 
current culture is positive or negative and 
determine if it supports the organization’s 
current goals.

In pursuing a positive safety culture, 
Henson suggested employers should first 
identify and make an easy, safety-related 
change. Building on that success, manage-
ment can take the important step of 
building a coalition of supporters behind 
the safety program. This will set the stage 
to establish goals toward the larger vision 
of a comprehensive program and define 
how results will be measured. 

To reduce rumors and maintain a posi-
tive, team-focused environment, Henson 
advises sharing complete information with 
employees regarding any safety program 
changes. Once goals and expectations are 
set, training employees on correct behav-
iors and providing them with appropriate 
personal protective equipment will allow 
them to take ownership of their role in 
the new culture. Ongoing task-specific 
hazard assessments and training, along 
with consistent positive examples of safety 
behavior set by supervisors, will support 
the sustainability of an organization’s 
safety culture.

The Municipal Association’s Risk 
Management Services staff is available 
to assist members of the SC Municipal 
Insurance Trust and the SC Municipal 
Insurance and Risk Financing Fund. Staff 
helps develop risk management programs 
by providing a variety of services including 
onsite consultation, policy development 
and training. Contact Heather Ricard at 
hricard@masc.sc for more information.

Creating a safety culture
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State law requires an employee 
handbook to contain several specific 
elements to avoid being considered 

a contract, including a specific disclaimer 
on the first page declaring the handbook 
is “not a contract.”

To help municipalities develop an 
employee handbook (or revise an exist-
ing one), the Municipal Association of 
South Carolina, the SC Municipal Human 
Resources Association and Gignilliat, 
Savitz & Bettis, LLP publishes the Model 
Employee Handbook for South Carolina 
Municipalities.

The handbook is designed to comply 
with state and federal employment laws. 
Policies contained in the handbook 
were drafted to create as few promises to 
employees as possible and to help employ-
ers deal with practical issues that arise in 
the employment relationship. Each policy 

is accompanied by an explanation of what 
the policy is designed to accomplish.

Most municipalities already have 
some set of employment policies, whether 
written or unwritten. The handbook is not 
intended to replace perfectly workable 
employment policies already in place. 
Rather, it should be used as a resource by 
municipalities in reviewing current poli-
cies for legal and practical issues. Also, the 
handbook is intended to help municipali-
ties with unwritten policies to put those 
policies in writing. It is designed to be a 
starting point - not an ending point - for 
municipal employment policies. 

Many of the policies contain alterna-
tive language from which municipalities 
can choose what best suits their circum-
stances. In addition, there may be policies 
included in the handbook that a munici-
pality does not need. For example, those 

with less than 50 employees do not need a 
Family and Medical Leave Act policy. By 
the same token, the handbook may not 
include policies that some municipalities 
need due to their unique circumstances. 

The handbook is a useful resource 
for policy development, but it is not a set 
of policies that can be adopted without 
modification. Municipal officials should 
have all policies reviewed by legal counsel 
to ensure compliance with the law. 

Issues that arise from the employment 
relationship can be complex. The Model 
Employee Handbook provides a road 
map for navigating these issues. Officials 
should use the handbook as a tool to 
develop, implement and update municipal 
employment policies. 

Check www.masc.sc (keyword: publica-
tions) for the latest versions of Municipal 
Association publications.

Employee handbook  
tips

By Linda Edwards of Gignilliat, Savitz & Bettis, LLP

Municipal employees who 
participate in the state 
retirement system have until 

January 1, 2013 to purchase service credit 
into the system at the current rate of 16 
percent of highest earnable compensation 
for qualified time and 35 percent for 
nonqualified time. Because of changes put 
in place by the 2012 retirement system 
reform legislation, the cost to purchase 
service time becomes actuarially neutral 
to SCRS after January 1, 2013. This means 
the future cost to purchase service time 
could be substantially higher than the 
current cost. 

Active members may establish service 
credit for various types of previous 
employment for which service credit is 
not already included in another defined 
benefit plan and up to five years of 
nonqualified service. Service credit for 
various types of previous employment 
is referred to as qualified time and may 
include such service as an employee of 
the government of the United States, a 
state, or political subdivision of the United 
States; a classroom teacher in grades 
kindergarten through 12 in a public, 
private, or sectarian school; and military 
personnel. 

For a complete description of 
qualified and nonqualified time, visit 
www.retirement.sc.gov/scrs/active/
purchaseservice/types.htm. Contact SCRS 
at 800.868.9002 for more information.

Cost to purchase service time 
for retirement changes in January
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Using background checks to screen 
applicants has become a routine 
part of the hiring process. Check-

ing an applicant’s background informa-
tion, when done according to the limita-
tions and requirements of the federal Fair 
Credit Reporting Act, is lawful.  Back-
ground checks have legitimate workplace 
goals such as preventing workplace theft, 
avoiding negligent hiring lawsuits and 
preventing workplace drug use. Neverthe-
less, efforts have been underway over the 
past several years to restrict an employer’s 
ability to gather and use such information.

The mounting legislative restrictions 
on an employer’s ability to discover and 
use an applicant’s background informa-
tion has no doubt accelerated as a result 
of the high unemployment rate caused 
by the economic problems of the past 
several years. During these difficult times, 
government regulators have started 
restricting employers’ ability to utilize 
background checks for varying reasons. 

Two specific concerns are criminal and 
financial background checks which are 

seen as having an unreasonably dispro-
portionate, negative impact on minorities. 
All employers should be aware of these 
developments and review their use of 
background checks.

EEOC issues enforcement  
guidance on criminal  
background checks 

In April 2012, the Equal Employment 
Opportunity Commission updated its 
policy position on criminal background 
checks. The purpose of the EEOC’s policy 
is based on the Commission’s belief that 
using criminal records to screen out 
applicants may be unfair and, in fact, 
may amount to unlawful discrimination 
because it disproportionately impacts 
minorities. It is the EEOC’s position that 
employers should have job-related reasons 
for disqualifying convicted criminals. The 
EEOC specifically urges employers not 
to apply a blanket rule of exclusion for 
applicants convicted of crimes. Instead, an 
employer should review and consider the 
circumstances of any particular applicant’s 

case and make an individualized determi-
nation of employment eligibility. Specifi-
cally, the EEOC’s Guidance encourages 
employers to take the following three 
factors into consideration when making 
an employment decision for someone with 
a criminal history:

1. Consider the nature and gravity of 
the offense or conduct. The more 
serious the crime and the greater 
the harm caused, the more justifica-
tion there might be to exclude the 
applicant.

2. Consider the time that has passed 
since the offense, conduct and/
or completion of the sentence.
Crimes committed long before the 
application for employment are not 
as relevant as recent convictions.

3. Consider the nature of the job 
held or sought. The nature of 
the criminal conviction may be 
irrelevant to the duties and respon-
sibilities of the position sought.

Recent 
developments 
affecting background 
checks 
By Kevin Sturm, Sturm & Cont, P.A.
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Once such factors are considered, and 
if the employer is still inclined to exclude 
the applicant, the employer should take an 
additional step and provide the applicant 
with an opportunity to “demonstrate that 
the exclusion does not properly apply to 
him.” At that point, the EEOC suggests 
that the employer should “consider 
whether the individual’s additional 
information shows that the policy as 
applied is not job-related and consistent 
with business necessity.” 

Finally, the EEOC’s Guidance states 
that arrests should not count against any 
applicant. While the EEOC takes the posi-
tion that employers should not use arrest 
records alone to screen out applicants, 
employers are allowed to take into consid-
eration the circumstances of an arrest. 
The EEOC specifically states “although an 
arrest record standing alone may not be 
used to deny an employment opportunity, 
the employer may make an employment 
decision based on the conduct underlying 
the arrest if the conduct makes the indi-
vidual unfit for the position in question. 
The conduct, not the arrest, is relevant for 
employment purposes.”

Despite the restrictions placed on 
criminal background checks by the 
EEOC’s Guidance, the EEOC has been 
careful to note that it is not banning1 the 
practice of employers conducting such 
checks. While the EEOC’s Guidance is 
not law, it is the Commission’s interpreta-
tion of the law and will be the basis for 
its review of any particular employer’s 
practice. 

Legislative restrictions regarding 
the use of credit reports

Although there has been unsuccessful 
federal legislation introduced to prohibit 
an employer’s use of applicants’ credit 
reports as a part of a standard background 
check, no federal law specifically prohibits 
the practice. Nevertheless, there has been 
increasing activity at the state level to 
prohibit the use of credit reports in the 
employment setting. Specifically, as of this 
writing, at least seven states have prohib-
ited employers from excluding applicants 
based on credit reports. Similar legislation 
has been introduced in several other states 
including South Carolina although, to 
date, such legislation has been unsuccess-
ful in South Carolina. 

The basis for such legislation is 
the argument that, unless the position 
requires either handling of money or 
having authority over spending large 
amounts of money, the applicant’s finan-
cial condition is not likely to be relevant 
to his ability to perform the duties of the 
position and can be viewed as a discrimi-
natory basis for making employment 
decisions. 

Further, basing employment decisions 
solely on credit reports may have an 
adverse impact on minorities and/or 
women thereby increasing an employer’s 
risk of unlawful discrimination claims. 
While there is currently no restriction 
at either the federal or state level on this 
issue, prudent employers should continue 
to monitor developments in this area. 

Conclusions and 
Recommendations

Based on these developments related 
to background checks, employers are 
urged to:

1. Review policy and practices related 
to background checks in light 
of the EEOC’s new enforcement 
guidelines. Consider narrowing and 
refining the scope of such back-
ground checks.

2. Evaluate the costs/benefits of 
criminal background checks on 
applicants for specific jobs based 
on the duties and responsibilities of 
the position as well as the needs of 
the city.

3. Evaluate the costs/benefits of seek-
ing credit reports on all applicants 
as opposed to only those who have 
applied for positions that handle 
money, have access to money or can 
enter into contracts and commit 
substantial funds on behalf of the 
city.

4. Train staff involved with conduct-
ing and/or utilizing background 
checks on the city’s policy.

 
1 It should be noted that legislation was 
introduced in Congress on July 26, 2012 
(Ban Box Act (H.R. 6220))  which would 
make it unlawful for an employer to ask a 
job applicant whether he has been convicted 
of a crime until after a conditional offer 
of employment is made except in limited, 
specific circumstances. The bill is not 
expected to advance this year.

Kevin Sturm is partner with the Spartanburg-based firm of Sturm & Cont, P.A. and serves as  
SC Municipal Insurance and Risk Financing Fund’s lead labor hotline attorney.

A 2012 budget proviso (48.19) reduces the 

fee for SLED criminal record searches for 

local park and recreation volunteers to $8.  
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Are there any exemptions from 
the overtime provisions of the 
Fair Labor Standards Act for 
public safety employees?

Yes. Small police and fire departments 
are totally exempt from the overtime 
provisions of the FLSA. If a department 
has four or fewer employees, including the 
chief, no overtime pay is required.

In addition, employees who meet 
certain supervisory tests also are exempt. 
The employee must be paid a guaranteed 
salary (not an hourly rate), have supervi-
sion as his primary duty, and have the 

ability to hire and fire or his recommenda-
tion regarding personnel matters is given 
particular weight.

What are the hourly thresholds 
after which overtime must be 
paid to law enforcement and 
fire protection employees?

In general, public employees are 
entitled to overtime compensation 
after 40 hours worked in a 7-day work 
period. Each work week stands alone for 
purposes of calculating overtime, even if 
the employer does not pay on a weekly 
basis. However, employees engaged in law 
enforcement or fire protection can have a 
work period of up to 28 days. 

Employees engaged in law enforce-
ment are entitled to overtime after they 
work 43 hours in a 7-day work period, 
86 hours in a 14-day period, 171 hours in 
a 28-day work period, or the number of 
hours in the work period that bears the 
same relationship to 171 as the number of 
days in the work period bears to 28.

Employees engaged in fire protection 
are entitled to overtime after they work 53 
hours in a 7-day-work period, 106 hours 
in a 14-day period, 212 hours in a 28-day 
work period, or the number of hours 
in the work period that bears the same 
relationship to 212 as the number of days 
in the work period bears to 28.

Can public safety employees 
receive compensatory time in 
lieu of cash overtime for over-
time hours worked?

Yes. Like other public employees, 
public safety employees may accrue 

compensatory time at a rate of one and 
one-half hours for each hour of over-
time. They may accrue up to 480 hours 
of compensatory time, after which the 
employer must pay for overtime. However, 
most public employers have found that 
it is difficult to schedule time for these 
employees to be off. Consequently, the 
compensatory time balances accrue 
and may be shown as a liability on the 
city’s financial statements. Most public 
employers now pay for overtime when the 
overtime is worked.

Most firefighters work a 
24-hour tour of duty followed 
by one or two days off. Can 
sleep time be excluded from 
total hours worked when trying 
to determine if a firefighter is 
entitled to overtime?

Yes. The wage and hour regulations 
provide that if an employee engaged in fire 
protection works a tour of duty of more 
than 24 hours, e.g. 24 ¼ hours, a bona fide 
sleep period of up to eight hours may be 
excluded from hours worked. However, 
any interruptions to sleep time must 
be counted as hours worked. And, if an 
employee cannot get at least five hours 
sleep during the eight hour sleep period 
(the five hours do not have to be consecu-
tive), all hours of the sleep period must be 
counted as hours worked.

Can a firefighter volunteer for 
his municipality on his days off?

No. An employee cannot “volun-
teer” to perform the same work for his 
employer as he is paid to perform.

Navigating overtime/comp time 
for public safety

By Linda Edwards of Gignilliat, Savitz & Bettis, LLP
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Protecting against the loss of money, 
securities or property resulting from 
dishonest acts of employees and/

or public officials should be an important 
part of a municipality’s risk management 
strategy. There are several ways munici-
palities can protect against these losses, 
including purchasing bonds and employee 
dishonesty coverage. 

Determining what type and mix of 
coverage and coverage limits is a local 
policy decision. This decision should be 
based on analysis of potential risk for losses. 

There is often confusion about the 
difference between a public official bond, 
which is a type of surety bond, and 
employee dishonesty coverage. Both offer 
protection against the conduct or omis-
sion by a public official that constitutes 
a breach of the public official’s duties of 
office. The breach must result in a loss of 
money, securities or property.

Employee dishonesty coverage is 
generally written on a blanket basis, 
which means it covers all employees and 
volunteers with a single limit of insurance. 
The coverage is written on a traditional 
insurance basis; therefore, the insuring 
agreement is between the insurance 
provider, such as the SC Municipal 
Insurance and Risk Financing Fund, and 

the governmental entity. For example, 
SCMIRF offers base level coverage of 
$200,000 to its members as part of its 
crime coverage. Members can purchase 
additional coverage up to $500,000. 

Public official, or surety, bonds are 
written for an individual public official. 
It is a contract between the public official 
and the governmental entity. The bond is 
a promise from the bonded individual to 
pay the governmental entity. The surety 
company acts as an intermediary between 
the two parties. The surety company guar-
antees that the employee will fulfill his 
contractual obligation to the municipality. 
If the contract is not fulfilled, the munici-
pality recovers losses from the surety 
company. The size of the bond should be 
based on the employee or official’s access 
to cash, securities or property. The more 
access the higher the risk. 

Bonding an employee is not a 
substitute for properly vetting applicants 
for a position, including background 
checks, and for setting proper internal 
controls and workflow processes to create 
the necessary checks and balances for 
managing municipal funds. A part of the 
underwriting process for surety bonds 
includes running a credit check on the 
person to be bonded. 

Attracting and retaining qual-
ity employees are essential for 
municipalities to provide quality 

services to residents, businesses and 
visitors. An important factor is ensuring 
these employees are fairly compensated in 
relation to the marketplace. 

To assist, the Municipal Association 
offers an online tool to research statewide 
municipal compensation data. The tool 
allows users to review the data using 
several search criteria such as year, 
position or specific municipality. For 
example, a user could research the 
salary ranges reported in 2011 for 

all public safety personnel or for just the 
police chiefs.

Additional search criteria options such 
as number of full-time employees, annual 
payroll and population range allow the 
user to research municipalities 
similar to his own. For example, 
the user can find the salary 

Online compensation tool 

The municipal council can designate 
which municipal officials and employees 
to bond. 

Suggested officials to be bonded
•	 all custodians of municipal funds 

including the treasurer, tax collector, 
utility bill collector and finance officer; 

•	 legislative and executive officers 
including the mayor, councilmembers, 
manager or administrator, clerk and 
other designated department heads; and 

•	 any other subordinate employees 
whose duties routinely are carried out 
through the delegated authority of an 
individual who is bonded.
Also, council decides the level of 

bonding individuals need. Normally 
the governmental unit underwrites the 
expense of surety bond coverage. The 
municipal clerk should maintain records 
of all individuals required to be bonded by 
the municipality.

Municipal Insurance Services, a service 
of the Municipal Association of SC, offers 
public official bonds to SC Municipal 
Insurance and Risk Financing Fund 
members. The bonds are underwritten by 
Old Republic Surety Company. For more 
information on obtaining individual bonds 
for public officials, contact Leigh Polhill at 
803.354.4752 or lpolhill@masc.sc.

Surety bonds provide extra protection

range of all municipal clerks in cities with 
a population of more than 40,000.

Information available through the 
online tool is provided annually by 
South Carolina municipalities. Each 
fall, the Association encourages human 
resource staff and clerks to update their 
cities’ compensation information online. 
“Participation is voluntary; however, the 
more cities participating, the more useful 
the reports are for everyone,” explained 
Lesley Stone, Association staff contact for 
the online compensation survey.

Access the online compensation 
survey/report at www.masc.sc (keyword: 
compensation). 



uptown: october 201216

OCTOBER
10 SC Utility Billing Association Fall 
Meeting. Riverbanks Zoo and Garden, 500 
Wildlife Parkway, Columbia.  

11 SC Community Development Associa-
tion Fall Meeting. Riverbanks Zoo and 
Garden, 500 Wildlife Parkway, Columbia. 
Topics include recreation as an economic 
development tool, benefits of public and 
private partnerships, and a proposed reha-
bilitation of abandoned building tax credit. 

12 Forum for city/town managers and 
administrators. SC Hospital Association, 
Columbia.

17 Main Street South Carolina Resource 
Fair and Roundtable. Open to all munici-
palities. 1411 Gervais St., Columbia. 

23-25 SC Business Licensing Officials 
Association Annual Meeting. Marriott 
Hilton, Hilton Head Island. Topics include 

handling nonprofit organizations, licensing 
corporate/regional offices and interdepart-
mental communication.

24-26 SC Municipal Finance Officers, 
Clerks and Treasurers Association Annual 
Meeting. Marriott Hilton, Hilton Head 
Island. Topics include health care costs, 
executive session, state budget outlook and 
state retirement system update.

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

7-9 Municipal Human Resources Associa-
tion of SC Annual Meeting. Avista Resort, 
North Myrtle Beach.

13 Introduction to New Media. Newsplex, 
Columbia. Hands-on training for adding 
Internet tools and social media to strategic 
communication plans. Space limited.

15 SC Municipal Insurance Trust/SC 
Municipal Insurance and Risk Financing 
Fund Annual Members Meetings. Double-
Tree by Hilton Hotel, Columbia.

DECEMBER 
7 Municipal Attorneys Association Annual 
Meeting. Embassy Suites, Columbia. Topics 
include Internet cafes, annexation and 
parliamentary procedure.

10 De-escalating Aggression, Reducing 
Officer Complaints and Enhancing Officer 
Safety. Open to SC Municipal Insurance 
and Risk Financing Fund members. Conway 
Recreation Center.

11 De-escalating Aggression, Reducing 
Officer Complaints and Enhancing Officer 
Safety. Open to SC Municipal Insurance 
and Risk Financing Fund members. 1411 
Gervais St., Columbia.

12 De-escalating Aggression, Reducing 
Officer Complaints and Enhancing Officer 
Safety. Open to SC Municipal Insurance and 
Risk Financing Fund members. McFadden 
Team Room, Clemson University.

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