
	
	

STRATEGIC	PLAN	SUBCOMMITTEE	MEETING	
(President	Smigiel,	President	Elect	Willie	Greene,	Vice	President	Jon	Stehle,	Past	President	Anita	James	Price)	

Wednesday,	February	5th	–	3:00pm	
Omni	-	Richmond	

Agenda	
	

I. Strategic	Plan	Discussion	Subcommittee	with	Spark	Mill	
	

VML	EXECUTIVE	COMMITTEE	DINNER	AND	MEETING	
Wednesday,	February	5th	–	6:30pm	

Richmond	-	TBD	
Agenda	

I. Call	to	Order	
II. Strategic	Plan	Discussion	
III. Adjournment	

VML	EXECUTIVE	COMMITTEE	MEETING	
Thursday,	February	6th	–	8:00am	

Omni	-	Richmond	
Agenda	

I. Call	to	Order	
II. Setting	Meeting	Norms	
III. Consideration	of	Minutes	Oct.	
IV. Review	of	Financials	–	Tab	1	
V. Building	Update	
VI. Review	of	Personnel	Policy	Manual	Update	and	Staff	Evaluations	–	Tab	2	
VII. Executive	Director	Evaluation	Discussion	
VIII. Constitution	Revision	Discussion	
IX. Review	of	Conference	Survey	Data	
X. Town	Task	Force	
XI. Continuation:	Strategic	Plan	Discussion	and	Brainstorming	
XII. Future	Meetings:	

a. Executive	Committee	–	May	15-16,	2020	-	Richmond	
b. Executive	Committee	–	August	14-15,	2020	–	Richmond	
c. Annual	Conference	–	October	11-13,	2020	–	Norfolk	
d. 2021	Annual	Conference	–	Leesburg	–	TBD		
e. 2022	Annual	Conference	–	Richmond	-	TBD	

XIII. Other	Matters	–	Tab	3	
XIV. Adjournment	
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2222
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AA BB CC DD EE FF

Budget Actual Remaining % of Budget
Revenue

   4120 Investment Income 60,000.00 27,255.31 32,744.69 45.43%

   4180 Miscellaneous Income 28,584.00 5,000.00 23,584.00 17.49%

   Advocacy 22,000.00 14,930.00 7,070.00 67.86%

   Affiliated Groups 84,916.00 66,307.00 18,609.00 78.09%

   Annual Conference 250,000.00 303,965.00 (53,965.00) 121.59%

   Membership Dues 1,170,000.00 1,160,118.00 9,882.00 99.16%

   Publications 42,500.00 22,318.00 20,182.00 52.51%

   Sponsorships 918,000.00 471,607.82 446,392.18 51.37%

   Workshops/Seminars 24,000.00 13,320.00 10,680.00 55.50%

Total Revenue  $                2,600,000.00  $                2,084,821.13  $                   515,178.87 80.19%

Gross Profit  $                2,600,000.00  $                2,084,821.13  $                   515,178.87 80.19%

Expenditures

   Advocacy Expenses 233,500.00 123,362.61 110,137.39 52.83%

   Annual Conference Expenses 250,000.00 240,278.23 9,721.77 96.11%

   Compensation and Benefits 1,407,700.00 688,940.00 718,760.00 48.94%

   Executive Committee 36,000.00 12,562.48 23,437.52 34.90%

   General Operating Expenses 331,800.00 178,655.96 153,144.04 53.84%

   Miscellaneous 234,000.00 36,090.90 197,909.10 15.42%

   Publications Expenses 74,000.00 33,693.26 40,306.74 45.53%

   Workshops/Seminars expenses 33,000.00 21,635.29 11,364.71 65.56%

Total Expenditures  $                2,600,000.00  $                1,335,218.73  $                1,264,781.27 51.35%

Net Operating Revenue  $                                  -    $                   749,602.40  $                 (749,602.40)

Net Revenue  $                                  -    $                   749,602.40  $                 (749,602.40)

Monday, Jan 20, 2020 09:08:51 AM GMT-8 - Accrual Basis

Total

VIRGINIA MUNICIPAL LEAGUE
Budget vs. Actuals: FY2020 Operating Budget 

July 2019 - June 2020
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Budget Actual Remaining % of Budget
Revenue

   4120 Investment Income 60,000.00 27,255.31 32,744.69 45.43%

   4180 Miscellaneous Income 28,584.00 5,000.00 23,584.00 17.49%

   Advocacy 0.00 

      4070 Local Government Day 9,500.00 2,430.00 7,070.00 25.58%

      4320 Rent Payments During GA 12,500.00 12,500.00 0.00 100.00%

   Total Advocacy  $                     22,000.00  $                     14,930.00  $                       7,070.00 67.86%

   Affiliated Groups 0.00 

      4135 AEP Administrative Fee 5,000.00 5,000.00 0.00 100.00%

      4136 VBCOA Administrative Fee 21,218.00 21,218.00 0.00 100.00%

      4137 VLGMA Administrative Fee 11,750.00 11,750.00 0.00 100.00%

      4138 MEPAV Administrative Fee 9,270.00 9,500.00 (230.00) 102.48%

      4145 VEPGA  Administration Fee 37,678.00 18,839.00 18,839.00 50.00%

   Total Affiliated Groups  $                     84,916.00  $                     66,307.00  $                     18,609.00 78.09%

   Annual Conference 0.00 

      4050 Conference Registration 150,000.00 178,075.00 (28,075.00) 118.72%

      4055 Conference Sponsorship 45,000.00 57,260.00 (12,260.00) 127.24%

      4060 Conference Exhibits 45,000.00 55,180.00 (10,180.00) 122.62%

      4061 Mayor's Institute 10,000.00 13,450.00 (3,450.00) 134.50%

   Total Annual Conference  $                   250,000.00  $                   303,965.00  $                   (53,965.00) 121.59%

   Membership Dues 0.00 

      4000 Regular Dues 1,081,000.00 1,077,820.00 3,180.00 99.71%

      4010 Associate Dues 79,000.00 78,548.00 452.00 99.43%

      4030 Sustaining Dues 10,000.00 3,750.00 6,250.00 37.50%

   Total Membership Dues  $                1,170,000.00  $                1,160,118.00  $                       9,882.00 99.16%

   Publications 0.00 

      4090 VTC Advertising 30,500.00 14,420.00 16,080.00 47.28%

      4185 VTC Subscriptions 1,000.00 48.00 952.00 4.80%

Total

VIRGINIA MUNICIPAL LEAGUE
Budget vs. Actuals: FY2020 Operating Budget 

July 2019 - June 2020
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      4290 Online Classified Advertising 11,000.00 7,850.00 3,150.00 71.36%

   Total Publications  $                     42,500.00  $                     22,318.00  $                     20,182.00 52.51%

   Sponsorships 0.00 

      4095 VML Bond/Finance Program 140,000.00 63,529.87 76,470.13 45.38%

      4150 Insurance Programs 750,000.00 375,000.00 375,000.00 50.00%

      4200 US Communities Program 28,000.00 33,077.95 (5,077.95) 118.14%

   Total Sponsorships  $                   918,000.00  $                   471,607.82  $                   446,392.18 51.37%

   Workshops/Seminars 0.00 

      4130 Other Workshops/Seminars 3,500.00 7,330.00 (3,830.00) 209.43%

      4190 Newly Elected Officials 8,000.00 1,010.00 6,990.00 12.63%

      4195 Finance Forum 6,000.00 4,980.00 1,020.00 83.00%

      4295 Regional Suppers 6,500.00 6,500.00 0.00%

   Total Workshops/Seminars  $                     24,000.00  $                     13,320.00  $                     10,680.00 55.50%

Total Revenue  $                2,600,000.00  $                2,084,821.13  $                   515,178.87 80.19%

Monday, Jan 20, 2020 09:07:21 AM GMT-8 - Accrual Basis
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VIRGINIA MUNICIPAL LEAGUE   

PERSONNEL POLICIES1   
  

I.  PURPOSE   
  

The objective of these Personnel Policies (“Policies”) is to provide a uniform system of personnel 
administration for the staff of the Virginia Municipal League (“League”), based on merit 
principles, equitable compensation, open competition in hiring and advancement, and equal 
employment opportunities.   
  
Each employee is expected to read this Personnel Policy Manual carefully, as it is a valuable 
reference for understanding your job and the League.   
  
It is the policy of the League to establish reasonable rules of employment conduct (i.e., 
guidelines for management and employees to follow) and to ensure compliance with these rules 
through a program consistent with the best interests of the League and its employees.   
  
EMPLOYMENT WITH THE LEAGUE IS AT-WILL. THIS MANUAL DOES NOT CHANGE THE AT-WILL  
STATUS OF LEAGUE EMPLOYEES, AND DOES NOT CREATE A CONTRACT OF EMPLOYMENT WITH  
THE LEAGUE. At-will means that regardless of any provision in this policy manual, either you or 
the League may terminate the employment relationship at any time, for any reason, with or 
without cause.   
1  

The League reserves the right to modify, amend, or rescind these policies in whole or in part without prior 
notice. See Section XIII.   
  
  
II.  DEFINITIONS  
  
  
A. Exempt Employee – an employee whose duties meet the exemption tests defined under the 

Fair Labor Standards Act (FLSA) and its regulations and who are paid on a fixed basis. An 
exempt employee is not entitled to overtime. Full-time, part-time, and temporary employees 
may be exempt.   

  
B. Nonexempt Employee – an employee whose duties do not meet the exemption standards 

under the FLSA and who is paid on an hourly or salaried basis. A nonexempt employee is 
covered by wage and hour laws with regards to overtime pay. Full-time, part-time, and 
temporary employees may be nonexempt.   

  
C. Full-time Employee – an individual hired on either a salary or hourly basis for an established 

position for an indefinite term who is expected to work a minimum of 37.5 hours a week.   
  
D. Part-time Employee – an individual hired on either a salary or hourly basis for an established 

position for an indefinite term who is expected to work an established period of time that is 
less than 37.5 hours per week.   
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E. Temporary Employee – an individual hired on a term basis, e.g., day, week, or period of 

months or on a project basis.   
  

  
III. EQUAL EMPLOYMENT OPPORTUNITY  
  
A. Policy Statement   
It is the policy of the League to provide equal opportunity in employment and to administer 
employment policies without regard to race, color, religion, gender, gender identity, gender 
expression, age, national origin, veteran status, political affiliation or disability. This policy 
applies to every aspect of employment practices including, but not limited to the following:   
  

A. Recruiting, hiring and promoting in all job classifications without regard to race, color, 
religion, gender, age, national origin, veteran status, political affiliation or disability, 
except where such a factor can be demonstrated as a bona fide occupational 
qualification.   

  

B. All decisions for hiring or promotions are based upon each individual's qualifications for 
the position to be filled.   

  

C. All other personnel actions such as compensation, benefits, transfers, corrective action, 
layoffs, terminations, training, and assignments, will be administered without regard to 
race, color, religion, gender, age, national origin, veteran status, political affiliation or 
disability.   

  
B. Immigration Reform and Control Act   
In compliance with the federal immigration Reform and Control Act of 1986 (“IRCA”), as 
amended, the League is committed to employing only individuals who are authorized to work in 
the United States.   
  
Each new employee, as a condition of employment, must complete the Employment Eligibility 
Verification Form I-9 and present documentation establishing identity and employment eligibility.   
The employee must provide this information within 3 business days of the first day of 
employment.    
  
If the employee is authorized to work in this country for a limited time period, the individual will 
be required to submit proof of renewed employment eligibility prior to expiration of that period to 
remain employed by the League.   
  
C. Harassment   
The League is committed to having a diverse workforce with all employees being valued for their 
individual capabilities and contributions, complying with all federal, state, and local laws on 
equal employment opportunity, and providing a workplace free from tensions involved in conduct 
that does not relate to the League’s business. In particular, the hostile atmosphere created by 
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non-work related conduct including ethnic, racial, sexual, or religious remarks, animosity, 
unwelcome sexual advances, requests for sexual favors, or other similar conduct is not 
permitted.   
  
Harassment based on race, color, religion, gender, gender identity, gender expression, age, 
national origin, veteran status, political affiliation or disability will not be tolerated. Harassment 
arises from the dynamics of the workplace and can be based on nuances, subtle perceptions, 
and implicit communications. Conduct that may rise to the level of harassment includes verbal 
remarks (epithets, derogatory statements, slurs, jokes), physical contact (assaults, physical 
interference with movement or work, touching), visual displays (displaying of printed or 
photographic materials, objects), and other actions that are demeaning or hostile.   
  
D. Sexual Harassment   
Sexual harassment is unwelcome advances, requests for favors, or other verbal or physical 
conduct of a sexual nature when:   
  

A. submission to such conduct is either explicitly or implicitly made a term of condition of 
employment;   
  

B. submission or rejection of such conduct is used as a basis for employment decisions;   
  

C. the conduct is severe or pervasive enough to create an intimidating, hostile, or offensive 
work environment.   

  
Examples of sexual harassment are:   
  

1) physical assaults;   
  
2) subtle or overt pressures or direct requests for sexual favors;   
  
3) inappropriate displays of sexually suggestive objects or pictures;   
  
4) a pattern of unwelcome conduct of a sexual nature that would be offensive to a 

reasonable person such as unnecessary touching, abusive or demeaning language or 
gestures (including remarks about another’s clothing, body or body movements, or 
sexual activities), or teasing or joking.   

  
No supervisor or coworker shall intimate either explicitly or implicitly that an employee’s 
submission to or rejection of sexual advances will in any way influence any personnel decision 
regarding that employee’s employment, evaluation, wages, advancement, assigned duties, 
shifts, or any other conditions of employment.   
  
  
E. Violations   
An employee who believes that this policy is being violated should (1) inform the offending 
person(s) that the conduct is unwelcome or (2) report it immediately to the Executive Director or 
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the Chief of Staff. The report should be made in writing; however, a report will also be accepted 
by phone or in person.   
  
Charges will be promptly and thoroughly investigated and corrective actions taken if the charge 
is founded. If it is determined that a violation has occurred, appropriate relief for the employee(s) 
bringing the complaint and appropriate disciplinary action, up to and including discharge, 
against the person(s) who violated the policy will follow.   
  
A non-employee who subjects an employee to harassment in the workplace will be informed of 
the League’s policy and appropriate actions will be taken to protect the employee from future 
harassing conduct.   
  
In all cases, the League will make follow-up inquiries to ensure that the harassment has not 
resumed. An employee violating this policy will be subject to disciplinary action, up to and 
including termination. The employee who brought the complaint will be provided information on 
the outcome of the investigation.   
  
F. Retaliation   
Retaliation is illegal and contrary to the policy of the League. Employees who bring complaints of 
discrimination or harassment, or who identify potential violations or witnesses interviewed 
during the investigation, and others who may have opposed discriminatory conduct are 
protected from retaliatory acts.   
  
If an employee believes that he or she is being retaliated against, a written report should be 
made to the Executive Director or the Chief of Staff, however a telephonic or in person report 
may be given. Those who are found to be acting in a retaliatory manner will be disciplined for 
such conduct up to and including possible termination.   
  
  
IV. RECRUITMENT AND SELECTION   
  
A. Open Competition   
All positions shall be open to all individuals who meet the minimum requirements for the 
position. The recruitment objective is to obtain well-qualified and best-suited applicants for all 
vacancies and selection is based on the best-qualified and suited person available at the salary 
offered for the particular position.   
  
B. Hiring Authority   
The Executive Director of the League or his/her designee has complete authority for hiring, 
promoting and discharging employees in accordance with these policies. The Executive Director 
or his/her designee has the responsibility and authorization for administering the personnel 
system established by these policies.  
 
C. Employment of Relatives 

 
Relatives of employees or members of the League cannot be employed with the League where the 
employment would cause or have the potential to cause a conflict of interest, such as one relative 
supervising the other relative. Relatives are defined to include spouses, in-laws, parents, step-
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parents, children, stepchildren, brothers and sisters including step or half, nieces, nephews, 
grandparents, and grandchildren.   
 
 
V. EMPLOYEE COMPENSATION   
  
The total compensation of employees consists of the regular wage and authorized overtime pay 
for full-time employees, the League’s contributions to employee benefits both monetary and 
nonmonetary, holiday pay, and various forms of leave with pay. Part-time and temporary 
employees may also receive leave in certain circumstances. Leave policies, found in Section VI, 
should be reviewed.   
  
A. Base Pay for Positions   
The Executive Director is responsible for the establishment of an equitable wage for each 
position and such wage adjustments as in the future may be deemed appropriate. In arriving at 
a pay rate, consideration will be given to an assessment of the position requirements, the 
prevailing rate for comparable work in the area, the current cost of living, and the League's 
financial condition.  It is the policy of the League to abide by the Fair Labor Standards Act 
(“FLSA”) regulations regarding federal minimum wage, overtime, child labor and record keeping 
requirements.   
  

1. Workweek   
Virginia Municipal League works a 7.5-hour day, 37.5 hours a workweek beginning on     
Sunday and ending Saturday.   

  
2. Payday   

th  
League employees are paid semi-monthly on the 15 of the month and the last day of   
the month. If the normal payday falls on a League-recognized holiday, paychecks are 
distributed one workday prior to the holiday. If the normal payday falls on a weekend 
day, paychecks will be distributed on the Friday before the weekend day.  Salaried 
employees are paid from the 1st though the 15th on the 15th and the 16th to the last 
day of the month on the last day of the month.  All hourly employees and any overtime 
is paid in arrears. 
 

  
3. Garnishments/Child Support   

In accordance with Title III of the Consumer Credit Protection Act (CCPA) the League 
will withhold the earnings of an individual for the payment of a debt as the result of a 
court order or other equitable procedure. An administration fee for each garnishment 
is allowable under the Act. Title III prohibits the League from discharging an employee 
because his or her earnings have been subject to garnishment for any one debt, 
regardless of the number of levies made or proceedings brought to collect it.   
 

B. Performance Increases   
Each employee's performance will be reviewed annually and based on satisfactory performance 
and contributions to the organization, pay increases may be given on July 1 of each year in which 
funds are available. Eligible employees are those who have completed one year of service.  In 
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exceptional circumstances an employee's pay may be increased in less than a year for 
meritorious service or enhanced responsibilities. Pay increases are not automatic or guaranteed.   
  
C. Overtime   
Employees who are not exempt under the FLSA will be paid at the rate of time and a half for all 
work in excess of 40 hours a workweek. Unless authorized to do so, employees should not work 
over 37.5 hours during a workweek. When workload requires a few long days, an employee’s 
scheduled hours may be altered in order to avoid the payment of overtime.   
  
Exempt employees who are required to work beyond normal hours or on weekends and holidays 
may be given compensatory time off at the discretion of the Executive Director.   
  
D. Other   
The Executive Director may provide other forms of compensation to an employee as 
circumstances necessitate.   
  
E. Employee Benefits   
In addition to holidays and paid leave as described in Section VI, the League provides the 
following additional benefits for full-time employees and their eligible dependents. This portion 
of the Policy Manual contains a general description of the benefits available. With all employee 
benefits, the League reserves the rights to change plan providers, convert to a self-administered 
plan, and modify or discontinue providing the benefits described below. Employees are provided, 
upon request, summary plan documents, which describe each benefit in greater detail including, 
but not limited to, all enrollment restrictions and inception dates of coverage. Employees should 
familiarize themselves with these descriptive documents. The summary plan documents control 
should any conflict arise between the summary benefit plan documents and these policies.   
  

1. Definitions   
Eligible Employees: include full-time and part-time employees who are regularly 
scheduled to work 30 hours or more a week.   

  
Eligible Dependent: A spouse who is currently legally married to an eligible 
employee and an unmarried dependent child who is age 26 or less.   

  
Anniversary Date: The first day an employee reports to work. This date is used to 
calculate various League benefits.   
  

  
2  Retirement   
For employees hired prior to November 1, 2017 -  VML provides a retirement 
plan for eligible employees as a supplement to Social Security. The 401(a) qualified 
money purchase plan is provided through a third party provider. Employees are eligible to 
participate in the retirement program after 90 days of employment. An annual 12.5 
percent contribution based on the employee's salary on July 1 preceding is paid by VML 
at the end of each month that the employee has worked. Additionally, within 60 days of 
employment employees may elect to contribute four, seven, or ten percent of gross 
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salary to the plan. This one-time election is irrevocable with respect to participation and 
the percentage contributed.  

 
The vesting policy, applicable to employer contributions, is as follows:  
 
Year Completed: Percent Vested: 
Year 1 50 percent  
Year 2 100 percent  

 
Upon separation employees who are not fully vested in the Plan, will forfeit the unvested 
portion of the account balance or as soon thereafter as practicable. The proceeds will be 
reallocated to all remaining plan participants who have worked a minimum of 1000 
hours during the preceding 12-month period.  

 
For employees hired on or after November 1, 2017 -  VML provides a retirement 
plan for eligible employees as a supplement to Social Security. The 401(a) qualified 
money purchase plan is provided through a third party provider. Employees are eligible to 
participate in the retirement program on their first date of employment. An annual 
percent contribution based on the employee's salary on July 1 preceding is paid by VML 
at the end of each month that the employee has worked according to the schedule 
below. Additionally, within 60 days of employment employees may elect to contribute 
four, seven, or ten percent of gross salary to the plan. This one-time election is 
irrevocable with respect to participation and the percentage contributed.  
 
VML Contribution:  Years 1-5 – 6% 
VML Contribution:  Years 6-10 - 7% 
VML Contribution:  Years 11+ - 8% 

 
 
Year Completed: Percent Vested: 
Year 1 20 percent  
Year 2 40 percent  
Year 3 60 percent  
Year 4 80 percent  
Year 5 100 percent  

 
Upon separation employees who are not fully vested in the Plan, will forfeit the unvested 
portion of the account balance or as soon thereafter as practicable. The proceeds will be 
reallocated to all remaining plan participants who have worked a minimum of 1000 
hours during the preceding 12-month period.  

 
An employee who has completed 4 years of service and whose position is eliminated by a 
layoff or other downsizing through no fault of his or her performance, will be 100% 
vested in the Company contribution to his or her 401(a) Account. 

 
 

3. Retirement Health Savings Plan   
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The League will provide a contribution of ½ percent of gross salary for all employees for 
participation in a retirement health savings plan, which accumulates assets to pay for 
qualified medical expenses for the employee and his or her dependents in retirement or 
upon separation from service. Payments in retirement or separation for qualified medical 
expenses are paid from the account without tax withholding providing a tax free (rather 
than tax deferred) benefit. Employees are immediately vested in the plan.   

  
4. Health/Hospitalization Insurance   
The League provides health and hospitalization insurance coverage for eligible 
employees and their eligible dependents. The League pays 100 percent of the 
employee’s coverage in this plan and 60% of dependent levels of coverage. 
 
VML retains the right to change the cost sharing for health and hospitalization insurance 
coverage at any time it deems necessary. 
 

  
Employees are eligible to participate on the first day of full-time employment.  

  
    

5. Life Insurance   
The League provides term life insurance coverage equivalent to three times the eligible 
employee’s annual salary rounded to the nearest $1,000 with a maximum of $400,000 
of coverage..  The League pays 100 percent of the cost for coverage.    

  
6. Long Term Disability   
The League provides for employees a long-term disability (LTD) policy.  

  
7. Dental   
The League provides for employee and his or her dependents’ participation in a group 
dental coverage policy. Participation in the Plan is optional. The League pays 75 percent 
of the monthly premium for individual or family coverage.   

  
8. Deferred Compensation   
The League provides for employee participation in a § 457 deferred compensation plan, 
which provides for voluntary, pre-tax contributions by employees. Participation in the Plan 
is optional. The League does not contribute any portion of the employee’s contribution. 
The League provides payroll deduction for the Plan and remits the employee contribution 
on behalf of the participant.   

  
9. Short Term Disability   
The League provides for employee participation in a short-term disability plan. The 
League pays 100 percent of the employee’s coverage in this plan.  

  
10. Accidental Death and Dismemberment ”AD&D”   
The League provides for employee only participation in an accidental death & 
dismemberment plan. Participation in the Plan is optional. The League pays 100% of the 
monthly premium.  
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11. Section 125 Flexible Spending Accounts   
The League provides for employee participation in a Flexible Spending Account (FSA), 
allowable under Internal Revenue Code Section 125. The Plan allows eligible employees 
to set aside a specific pre-tax dollar amount for un-reimbursed medical, dental, and 
dependent care expenses. Participation in the Plan is optional. The League does not 
contribute any portion of the employee’s contribution. The League provides payroll 
deduction for the Plan and remits the employee’s pre-tax contribution on behalf of the 
participant. Employees must enroll annually.   

  
12. Direct Deposit   
The League provides for employee participation in a Direct Deposit Program.  
Participation in the Program is optional. The Program allows employees to authorize the 
electronic transfer of each pay period’s appropriate wages to his/her personal checking 
or savings accounts. Employees are eligible to participate and/or make changes four 
days prior to the end of any pay period. Participants receive a pay voucher showing 
his/her account number and the amount deposited.   

  
13. Wellness Program   
The League provides for employee participation in a fitness club reimbursement 
program. Participation in the program is optional. The League will reimburse each 
employee $25.00 a month, if the employee attends a fitness club at least 8 times that 
month. It is the employee's responsibility to obtain a monthly usage report from his or her 
fitness club and return it to the Chief of Staff at least 3 days prior to the mid-month pay 
day for reimbursement of the prior month. The reimbursement is subject to taxation, and 
will be reflected in the employee’s paycheck.  

  
 

14. Employee Assistance Program (EAP)   
The League provides for employee and eligible dependents participation in a confidential 
assistance program through a third party carrier. The League pays 100 percent of the 
cost for coverage. 
 

15. Paid Parking 
The League provides paid parking to all employees as needed. 

 
VI. HOLIDAYS AND LEAVE 

A. Holidays 
 
The Executive Director or a designee shall have the authority and provide for additional holidays 
if warranted.   A l l  employees shal l  receive the day after the Annual Virginia 
Municipal League Conference as an addit ional hol iday.    

 
Full time and part time employees shall be granted time off for these days without charging the 
time against consolidated leave balances. The League observes all holidays granted by the 
Commonwealth of Virginia with the exception of those granted when the General Assembly is in 
session:   
	
Lee	Jackson	Day	
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Martin	Luther	King	Day	
Presidents	Day	

	 	

	 	
	 	

	 	

	 	

	 	

	 	

	 	

	 	
	 	
When an employee is required to work on one of these holidays, compensatory time off will be 
given on an hour for hour basis for the hours worked on the holiday. Holidays falling on Saturday 
or Sunday shall be taken on the Friday or the Monday respectively as announced by the 
Executive Director or designee.   

Full time and part time employees shall be granted two Floating Holidays per calendar year 
without charging the time against consolidated leave balances.  Employees beginning 
employment July 1 or later in a calendar year shall be granted one Floating Holiday. The Floating 
Holidays will be forfeited if not taken by December 31 of each year.  

 

B. Leave with Full Pay  

1. Consolidated Leave System 

In accordance with the following schedule, full-time employees will accrue paid leave to 
be used for vacations, personal business, short-term illnesses or accidents, death in the 
family, or for any other personal purposes, unless otherwise stipulated in employment 
contract. Leave is earned at the following rate and credited at the end of each pay 
period:   
0 - 5 years of service    13.25 hours per month  
6 - 15 years of service  17 hours per month   
16+ years of service    21 hours per month   
Part-time employees who are regularly scheduled to work 30 hours a week may receive 
leave in proportion to the hours worked, at the discretion of the Executive Director.  
Except for illness or emergencies, leave must be approved in advance by the Executive 
Director. Only 450 hours (60 days) of accrued leave may be carried over into the next 
fiscal year.  In addition, an employee will not accrue leave if their leave balance is at 450 
hours. Each employee shall be required to use a minimum of 10 days a year after the 
first year of service. (See Section XI (D) for policy on terminal leave payment).   

2. Military Leave With Pay 
An employee who is a member of a reserve force of the United States or of the 
Commonwealth of Virginia and who is ordered by the appropriate authorities to attend a 



16  

training program or who is called into emergency active duty for the purpose of aiding 
civil authority under the supervision of the United States or the Commonwealth of 
Virginia shall be granted a leave of absence with full pay during the period of such 
activity, not to exceed 15 consecutive calendar days for training duty and five working 
days for emergency active duty.   

3. Education Leave 
Education leave is discretionary and is normally with partial pay or without pay. When an 
employee can demonstrate that the pursuit of the educational program will have an 
immediate and discernable benefit to the League, leave with full pay may be granted by 
the Executive Director. The conditions of such leave shall be subject to a case by case 
determination based on factors which include the nature of the education or training, 
length of the absence, work record of the employee, work requirements at the time of the 
request, and value of the education or training to League.   

4. Civil Leave 
An employee will be given time off without charge to leave or loss of pay for (a) 
performing jury duty, when subpoenaed as a witness to appear before a court, public 
body or commission, (b) serving as a blood donor, or (c) performing emergency civilian 
duties in connection with national defense or for the purpose of voting in a national, 
state, or local election. The period of such leave shall be only as necessary for the 
performance of the activity.  Any compensation remitted to the employee for the above 
civil service shall be remitted to the League. 

5.  Inclement Weather 
The League follows the City of Richmond for  closure due to inclement weather.  If the 
City is closed due to inclement weather, employees are not charged leave and not 
expected to report to work.  If an employee does perform work during inclement 
weather, no additional pay is earned.  

C. Workers’ Compensation Leave   
When an employee is unable to report to work because of incapacity that is the result of a 
compensable injury under the Virginia Workers' Compensation Act, the employee will receive for 
the first seven days of absence full salary minus normal payroll deductions. The first seven days 
of Workers' Compensation leave will not be charged against the employee's consolidated leave 
balance.   

If the absence is longer than seven days, the employee will receive for the period of absence the 
full compensation that is provided under Workers' Compensation Act. If the period of incapacity 
extends beyond 21 calendar days, the employee will be required to reimburse the League the 
amount of compensation awarded to the employee for the employee's first seven days of 
absence. This is an obligation owed to the League and one which, if not reimbursed promptly, 
will be deducted from future monies (wages, terminal leave pay, etc.) owed to the employee by 
the League.   

  

D. Leave Without Pay   
The following are the situations for which an employee may be on leave without pay status.  
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1.Military Leave Without Pay   

An employee who leaves the employ of the League to join the military forces of the United 
States during the time of war or other declared national emergency or who is called to 
service in the Virginia Militia by order of the Governor shall be placed on military leave 
without pay commencing on the first business day following the last day of active 
employment with the League. The employee on such leave is entitled to be restored to 
the position he or she vacated, provided the employee makes application to the League 
not later than 90 days after the date of honorable discharge or separation under 
honorable conditions. Job restoration is further conditioned on the position still existing 
and the employee being physically and mentally capable of performing the work of the 
vacated position.   

2. Extended Leave Without Pay 
When special circumstances require an extended leave, the Executive Director has the 
authority to grant an employee leave without pay provided that the operations of the 
League's program(s) will not be adversely affected.   

3. Disciplinary Leave Without Pay 
An employee who is absent from work without prior approval shall receive no pay for the 
duration of the absence and may be subject to disciplinary action, which may include 
dismissal. If extenuating circumstances exist for the unauthorized absence, due 
consideration will be given.   

VII. ON-THE-JOB 

A. Standards of Conduct   
Each employee has an obligation to observe and follow the League’s policies and to maintain 
proper standards of conduct at all times. If an individual’s behavior interferes with the orderly 
and efficient operation of the organization, corrective disciplinary measures may be taken. (see 
section X )   

B. Dress Code   
The League has established organization dress standards that allow for business casual attire. 
Business casual dress offers a welcome alternative to suits, ties, dress shoes and formality of 
the typical office. Employees should dress according to their job responsibility and maintain an 
overall image of professionalism, which demonstrates concern and respect for the Virginia 
Municipal League, its members and visitors.   

Employees are to check with their department supervisor ahead of time if uncertain as to the 
appropriateness of any particular article of clothing for the workplace. If an employee’s attire 
does not adhere to business casual dress, the employee will be asked to go home for a change 
of clothing; this time away from the office would be charged to the employee’s accumulated 
consolidated leave time.   

C. Employee Development   
It is the policy of the League to encourage employees to obtain training designed to develop the 
employee's value to the organization. Leave with partial pay or leave without pay may be 
available under the Education Leave provisions (see section VI).  
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The cost of training and related expenses undertaken at the direction of the Executive Director 
may be paid in full by the League. For training requested by an employee, the employee may 
receive reimbursement of tuition costs if (1) the training was approved in advance by the 
Executive Director or the Managing Director of Insurance Programs and (2) the employee shows 
successful completion of the course.   

D. Performance Appraisals   
Immediate supervisors will evaluate the work of each employee at least annually. The supervisor 
will meet with the employee to discuss the year’s performance. A written report of the appraisal 
will be prepared with a copy provided to the employee being appraised; the original will be 
retained in the personnel file. If the employee believes that the report is unfair, he or she may 
prepare comments to be attached to the supervisor's appraisal report. Performance appraisals 
will be treated as confidential.   
 
E.   Attendance 
Regular attendance is a critical and essential function of each employee’s job.  Except for illness 
or emergencies, leave must be approved in advance by the employee's immediate supervisor.  
In the event of illness, emergencies or late arrival for any reason, employees must contact their 
immediate supervisor within 30 minutes of their scheduled start time and inform them of the 
need for unscheduled leave.  If you are unable to contact your supervisor yourself, a family 
member may call on your behalf.   An employee who does not report to work, nor contact their 
supervisor for three work days in a row will be considered to have abandoned their job and is 
subject to disciplinary action up to and including termination. 
 
VIII. HEALTH AND SAFETY 

A. Workers’ Compensation   
Workers’ Compensation provides benefits for an employee in the event of certain occupational 
illnesses, injuries, or deaths. Any job related accident or workplace injury, no matter how 
insignificant, must be reported to the supervisor as soon as possible, but in all cases within 24 
hours of the accident or injury.   

B. Occupational Safety and Health   
The League attempts to provide a safe and healthy working environment for all employees by 
providing the necessary safety education and training. Employees shall follow all prescribed 
safety procedures when performing their daily activities and shall further exercise all reasonable 
and prudent judgment to ensure safety.   

Each supervisor has the responsibility for ensuring that the various work centers are free from 
any recognized hazards that might lead to death or injury. Further, it is the responsibility of each 
employee to perform all work in a safe manner. All hazards, deaths, injuries, and illnesses that 
occur on League property must be reported to the Executive Director within the same day of the 
discovery or occurrence.   

Employees are directed to utilize all applicable safety procedures and to perform all work in a 
safe manner. Employees are responsible for bringing to their supervisor's attention any potential 
hazards that might exist within their workstation. Supervisors are responsible for developing and 
maintaining work safety rules and for providing these rules in writing to their subordinates.   
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Specifically, employees shall:  

1. Report all injuries, regardless of severity, to the supervisor immediately but no later 
than 24 hours. If the supervisor is not available, the injury must be reported to the 
Executive Director or Chief of Staff before medical treatment is sought, if either is 
available and if the injury is not so severe to require immediate treatment; 

2. Report and, if possible, correct all unsafe conditions or acts; 
3. Avoid horseplay and mischief, which could cause injury; 
4. Take all standard safety precautions to prevent injury; 
5. Follow all safety rules. 
6. Not send or receive text messages or email while driving on League business. 

C. Alcohol and Drug Free Workplace  

Employee Responsibilities:   

1. No employee shall unlawfully manufacture, dispense, possess, use, or distribute any 
controlled substance, medication, or alcohol during the course of their duties at the 
League. 

2. Any employee arrested and/or charged under a federal or state statute regulating 
controlled substances shall notify their supervisor withinthree days after the arrest. 

3. No employee shall be impaired by alcoholic beverages immediately before work, during 
work hours, or while at work during breaks or lunches. 

4. No employee shall represent the League in an official capacity while impaired by alcohol, 
illegal drugs, or medication. 

5. No employee using medication that may impair performance shall operate a motor 
vehicle or engage in safety sensitive functions while on duty for the League. 

6. If an employee is using prescription or non-prescription medication that may impair 
performance of duties; the employee shall report that fact to his or her supervisor. 

7. An employee who has reason to believe that the performance of another employee is 
impaired by alcohol, illegal drugs, and/or medication shall immediately notify the 
supervisor or manager. 

D. Smoking   
In the interest of health and safety of all League employees, smoking is prohibited inside of League 
owned and controlled buildings and work places. The Executive Director may establish designated 
smoking areas outside of 25 feet of League buildings.   

E. Workplace Violence   
The League strongly believes that all employees should be treated with dignity and respect. Acts of 
violence will not be tolerated. Employees are expected to refrain from fighting, “horseplay”, or other 
conduct that may be dangerous to others. Firearms, weapons, and other dangerous or hazardous 
devices or substances are prohibited on the League’s premises.  All threats of violence, both direct 
and indirect, should be reported as soon as possible to your immediate supervisor or any other 
member of management. When reporting a threat of violence, you should be as specific and detailed 
as possible. Any person engaging in threats of (or actual) violence will be removed from League 
premises. Individuals who have been removed from League premises will remain off the premises 
pending the outcome of the League’s and/or criminal investigations. All suspicious individuals or 
activities should also be reported as soon as possible to a supervisor. No employee will be subjected 
to retaliation for reporting any threat or perceived threat.   
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The League will promptly and thoroughly investigate all reports of threats of (or actual) violence and 
of suspicious individuals or activities. The identity of the individual making a report will be protected 
as much as is practical. In order to maintain workplace safety and the integrity of its investigation, 
the League may suspend employees, either with or without pay, pending investigation. The League 
may also, at its option, discipline or terminate the offending employee, terminate or suspend 
business relationships with, reassign job duties. No existing League policy, practice, or procedure 
should be interpreted to prohibit decisions designed to prevent a threat from being carried out, a 
violent act from occurring, or a life-threatening situation from developing.   

F. Emergency Situations   
Should an emergency result in the need to communicate information to employees outside of 
business hours, your supervisor or a representative of the League will contact you. Therefore, it 
is important that employees keep their personal emergency contact information up to date. 
Notify the Chief of Staff in the event this information changes.  

When events warrant an evacuation of the building, follow the instructions of your supervisor or 
any other member of management, if available. Leave the building in a quick and orderly 
manner. Assemble at a location as communicated by management.   
 
IX. COMMUNICATIONS 

A. Use of Technology   
The league may provide cellular phones, supplies, laptops, computers, copiers, facsimiles, 
telephones, postage equipment, and other equipment to employees to assist them in doing their 
jobs better and more efficiently. These items are to be used for League purposes.  Employees 
are expected to exercise care in the use of League equipment and property and use such 
property for authorized purposes.   
Loss, damages, or theft of League property should be reported to an immediate supervisor at 
once. Negligence in the care and use of the League’s property is grounds for disciplinary action.  
Upon termination of employment, the employee must return all League property, in his or her 
possession or control.  

B. Internet  
The League provides unlimited access to the Internet to its employees as one of the many 
resources available to assist them in doing their jobs better and more efficiently. Therefore, the 
League has established an Internet account that may be accessed by employees. Employees are 
allowed to use the internet for personal communication and information gathering, but such 
uses must not interfere with the business activities of the League and must not interfere with 
the employee’s job responsibilities.  Employees will be provided with passwords and e-mail 
addresses to enable them to use the account; these addressees and passwords are not 
provided to make employees' usage confidential or private. E-mail records are business records 
of the League. Any information received, sent, and stored on the League’s computer system is 
subject to monitoring from time to time and in the course of this monitoring may be read for 
content. The usage of the Internet is subject to the same code of conduct which applies to all 
other actions in the workplace and using the League's Internet account in a manner that violates 
any rules or regulations constitutes grounds for disciplinary action, up to and including 
discharge.   

Employees must not share their passwords with any other individuals, including other employees 
or outsiders, except the Executive Director or his designees. Nor is it appropriate to attempt to 
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subvert network security either by accessing the Internet without using your password or by 
seeking to discover other passwords to gain access.   
Employees are representatives of the League when using the League's Internet account. 
Accordingly, they are expected to act and to communicate professionally on the Internet, not to 
engage in any commercial or illegal activities, or to use the account for personal business. 
Specifically, the League strictly prohibits any display or transmission of material that can be 
construed as creating a hostile work environment, including sexually explicit or obscene images, 
messages, or cartoons, or the transmission or use of e-mail communications that contain ethnic 
slurs, racial epithets, or anything that may be construed as harassment or disparagement of 
others based on their race, color, national origin, sex, age, disability, or religious or political 
beliefs.  Violation of this policy is grounds for disciplinary action, up to and including termination. 
Should an employee receive unsolicited prohibited material over the League’s computer system, 
the employee must refrain from disseminating such materials to other persons either within or 
outside the League and should inform the sending party that the receipt of such information 
violates the policies of the League.   
The League will have access to a log of all usage, including a list of employees who have used 
the Internet and the sites they visited. The League will monitor this usage from time to time, and 
employees found to be abusing usage or using the Internet inappropriately will be subject to 
disciplinary action.   

C. Other Electronic Communications  
The League provides electronic, digital and wireless communications equipment for business 
purposes. The use of this equipment should not be for personal use. Messages received, sent, 
and stored on this equipment will be subject to monitoring from time to time and in the course of 
this monitoring may be read for content. Employees should be aware that there are stored 
records of all communications. There should be no expectation of privacy in any communications 
received, sent, or stored on equipment or service provided by the League.   

D. Consent to Monitoring   
Your employment constitutes your consent to the monitoring of communications sent, received 
and stored on equipment provided by the League or an electronic, wire, or digital services 
provided by the League.   

E. Personal Employee Information  
In compliance with the Health Insurance Portability and Accountability Act of 1996, as amended 
(HIPAA), the League will assure employees’ “individually identifiable health information”, or 
“protected health information (PHI),” be treated with confidentiality. A written authorization will 
be obtained for any use or disclosure of PHI, except when given to governmental agencies when 
undertaking a compliance investigation or review of enforcement action.    



22  

X. DISCIPLINE AND GRIEVANCES  

League employees are expected to conduct themselves in a professional manner, as 
representatives of the League. Employees are expected to avoid any action, which might result 
in giving preferential treatment to any organization or person, losing independence or 
impartiality of action, or adversely affecting the integrity of the League.  

A. Disciplinary Actions  
If an employee's work performance or behavior is deemed unsatisfactory, the following kinds of 
disciplinary action may be taken, depending upon the circumstances: oral coaching, oral 
warning, written warning, suspension, demotion, or termination. The following are examples of 
misconduct that may result in discipline. The list is not inclusive and other misconduct may be 
subject to disciplinary action:   

1. conviction of a felony or of a misdemeanor involving moral turpitude and other 
criminal acts that continued performance of duties is compromised; 

2. willfully falsifying League records (including time records, leave records, job 
applications, or pay or reimbursement vouchers); 

3. gross negligence with League property or misuse of League property; 
4. violating any workplace rule; 
5. performing official duties in a rude and discourteous manner, threatening co-workers, 

or using physical violence while on duty; 
6. violating any lawful official regulation or order or willfully failing to obey a proper 

direction of the supervisor or the Executive Director; 
7. using or being impaired at work by intoxicants, drugs, or alcohol; 
8. grossly neglecting duty or continually being unable or unwilling to render satisfactory 

performance; 
9. taking property of the League for one’s personal use, for sale to another, or for a gift 

to another; 
10. inducing, or attempting to induce, an officer or employee in the service of the League 

to commit an unlawful act or to act in violation of any lawful or official regulation or 
order; 

11. accepting a bribe, gift, token, money, or other thing of value intended as an 
inducement to perform or refrain from performing any official acts, or engages in any 
action of extortion or other means of obtaining money or other things of value 
through his/ her position in the League; 

12. failing to report for work or being absent without prior notice to supervisor;  
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13. unsatisfactory attendance, excessive absences, or excessive tardiness.  
 

B. Notification   
“An employee who is subject to disciplinary action other than an oral admonishment or written 
reprimand will be given an opportunity to respond in writing to the action”  The response will be 
considered in assessing disipline and will be placed in the employee’s personnel file with the 
disciplinary action.”XI. TERMINATION OF EMPLOYMENT 

The procedures and rules set out in this chapter do not alter or negate in any way the 
employment at will relationship that the League has with its employees. The League may 
terminate an employee at any time, and for any reason, with or without cause. This chapter shall 
be construed in a manner consistent with the purpose of the policy, set out in chapter I. Purpose.    

A. Resignation  
To resign in good standing, an employee must give at least two workweeks advance notice to 
their immediate supervisor. If special circumstances exist, the Executive Director may waive the 
notice requirement. Consolidated leave may not be utilized during the two week notice unless 
approved in advance by the immediate supervisor.  Failure to give the required advance notice 
will result in forfeiture of terminal pay. Failure to return to work at the expiration of an approved 
leave of absence shall be interpreted as a resignation.   
 
 
B. Lay-off   
The League reserves the right to dismiss employees for lack of available work or funds. In such 
cases the employees affected will be given a minimum of two workweeks advance notice or two 
weeks pay in lieu of notice.   

C. Termination for Inability to Perform   
An employee may be terminated if he or she becomes physically or mentally unable to perform 
the duties of the position. However, any such action shall be taken in a manner that complies 
with the requirements of the American’s with Disabilities Act.   

D. Terminal Leave Pay   
An employee, who is laid off, resigns giving the required advanced notice, or terminated for 
reasons other than cause, shall be paid for all accrued leave up to a maximum of 60 days.   

F. Continuation of Health Care Coverage   
 
 
In compliance with Code of Virginia § 38.2-3541 if the health insurance on a person (employee 
or dependent) covered under the League’s health insurance policy ceases because of the 
termination of the person's eligibility for coverage, but prior to the insured becoming eligible for 
Medicare or Medicaid, the insured's present coverage shall continue under the League’s policy 
for a period of 12 months immediately following the date of the termination of the person's 
eligibility, without evidence of insurability, subject to the following requirements: 

1. The application and payment for the extended coverage is made to the League within 31 days 
after issuance of the written notice required in subsection C, but in no event beyond the 60-day 
period following the date of the termination of the person's eligibility; 
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2. Each premium for such extended coverage is timely paid to the group policyholder on a 
monthly basis during the 12-month period; 

3. The premium for continuing the group coverage shall be at the insurer's current rate 
applicable to the group policy plus any applicable administrative fee not to exceed two percent of 
the current rate; and 

4. Continuation shall only be available to an employee or member who has been continuously 
insured under the group policy during the entire three-month period immediately preceding 
termination of eligibility. 

C. The group policyholder shall provide each employee or other person covered under such a 
policy written notice of the availability of continuation of coverage and the procedures and 
timeframes for obtaining continuation of the group policy. Such notice shall be provided within 
14 days of the policyholder's knowledge of the employee's or other covered person's loss of 
eligibility under the policy. 

 
 

  
XII. MODIFICATION OF POLICIES   
  
These policies do not constitute a contract of employment. The policies as a whole, or 
individually by section, may be modified, amended, or rescinded at the sole discretion of the 
League without notice.   
  
Modified  
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PERSONNEL POLICIES MANUAL RECEIPT AND ACKNOWLEDGMENT 
 
Each Employee must indicate that they have read,understand the provisions and will abide by  
this personnel policies manual.    
 
The Virginia Municipal League (VML) Personnel Policy Manual and any subsequent updates, is 
housed on the VML Intranet site to which all employees have access.  I understand it is my 
responsibility to read, familiarize myself with the policies and understand the matters set forth in 
this Manual. 
 
This Manual supersedes all prior written policies as to subjects addressed in the manual and all 
representations, oral or written.  In the event of a contradiction between this Manual and the 
representation of a supervisor, the terms of the manual will govern. 
 
I understand that no statement contained in this Manual creates any guarantee of continued 
employment or creates an obligation, contractual or otherwise, on the part of the League. 
 
I understand and acknowledge that the League has the right, without prior notice, to modify, 
amend or terminate policies, practices, benefit plans, and other institutional programs within the 
limits and requirements imposed by law 
 
 
Signature of Employee:_______________________ 
 
Name (printed):_____________________________ 
 
Date:______________________________________ 
 
 
Signature of Executive Director:___________________ 
 
Name (printed):_____________________________ 
 
Date: ______________________________________ 
 
 
 
 
 
 
 
 



 

 

 
 
TO: VML Executive Committee Members 
 
RE:  Update of Current Members of the VML Executive Committee 
 
DATE: January 20, 2020 
 
 
With the recent resignation of Bridge Middleton, Mayor, Town of Middleburg as an 
At-Large member of the VML Executive Committee.  Here is the current list of 
members. 
 
 
President – Mr. Thomas R. Smigiel, Jr., Council Member, City of Norfolk 
 
President-Elect – Mr. Willie Greene, Council Member, City of Galax. 
 
Vice President – Mr. Jon Stehle, Council Member, City of Fairfax. 
 
At Large Positions: 
 
Mrs. Jill Carson, Vice Mayor, Town of Pennington Gap 
Mr. W. T. Bill Rush, Town Manager, Town of Marion 
Honorable Laurie DiRocco, Mayor, Town of Vienna 
Mr. A. D. “Chuckie” Reid, Vice Mayor, Town of Farmville 
Mr. Sean Polster, Council Member, Town of Warrenton 
 
Immediate Past President – Anita James Price, Council Member, City of Roanoke. 
 
The section chairs are as follows: 
 
Chair, City Section: Mr. Charles Frye, Council Member, City of Fredericksburg 
Vice Chair: Mr. Linwood Johnson, Council Member, City of Franklin 
 
Chair, Town Section:  Honorable Lisa Merkel, Mayor, Town of Herndon 
Vice Chair: Honorable Michael Barber, Mayor, Town of Christiansburg 

 
Chair, Urban Section: Honorable John Rowe, Mayor, City of Portsmouth 
Vice Chair:  Ms. Katie Cristol, Supervisor, Arlington County 
 
 
 



VML Executive Committee
as of January, 2020

Willie Green
John Rowe

Lisa Merkel

Jill Carson

Anita James Price

A.D. “Chuckie” Reid

Laurie DiRocco

Bill Rush

Tommy Smigiel

Jon Stehle

Sean Polster

Charlie L. Frye, Jr. 






















































































































































