
           
COMMISSIONER MEETINGS

All meetings take place in the Commissioners Conference Room (3107)
located in the Stillwater Building @ 316 North 26th Street (3rd Floor)

and are open to the public unless otherwise noted
  

WEDNESDAY - JUNE 4, 2025

           
8:45 Calendar

9:00 COMMISSIONERS DISCUSSION

PLEDGE
 

DEPARTMENTS

1. Planning Department - Development of the FY26 Billings MPO Unified Planning Work
Program (UPWP)

2. MetraPark - Parking Regulations
3. Finance -   
a. Old City Hall Building
b. Revision to the Class and Comp Policy

COMMISSIONERS

1. Commissioner Board Reports   
PUBLIC COMMENTS ON COUNTY BUSINESS
 

Closed: Medical Litigation, YCDF
Closed: Litigation Update, Davis



   
B.O.C.C Wednesday Discussion 1.        
Meeting Date: 06/04/2025  
TITLE: FY26 Unified Planning Work Program - Discussion of Draft Projects and Programs
PRESENTED
BY:

Lora Mattox

DEPARTMENT: Planning Department

TOPIC:
Planning Department - Development of the FY26 Billings MPO Unified Planning Work Program (UPWP)

INTRODUCTION:
The Billings MPO is developing the FY26 Unified Planning Work Program (UPWP). The UPWP is
primarily for programming federal funds that Billings receives from the Federal Highway Administration
(FHWA) for transportation planning and the Federal Transit Administration (FTA) for transit (MET)
planning. These funds are passed through the Montana Department of Transportation (MDT). All
transportation planning activities are included in the UPWP to represent a comprehensive document for
the urban transportation planning program. This UPWP proposes planning activities for Federal Fiscal
Year 2026, running from October 1, 2025, through September 30, 2026, and corresponds directly with
the Planning Division’s annual work plan.

This year, the total PL allocation is $1,395,824, which the Planning Division proposes providing local
matching funds which are required at a certain percentage per element. The Planning Division matches
these funds through the County-wide Planning Mill Levy and fees generated through planning
applications and processes. 

To align with County priorities for transportation planning, MPO staff met with County Public Works on
May 21, 2025. The discussion covered possible intersection studies within the MPO boundary and the
potential update of the Lockwood Transportation Plan following the completion of the Billings Bypass.
While no specific projects were identified during the meeting, MPO staff would like to continue the
conversation with the County Commissioners to gather input and address any questions as the draft
projects, programs and study list is developed.
 

ALTERNATIVES ANALYZED:
N/A

FINANCIAL IMPACT:
Not applicable, this is only a discussion about how MPO project, program and studies may be prioritized
for the annual UPWP. 

RECOMMENDATION
Not applicable, MPO staff will continue with preliminary development of the UPWP and bring updates to
the BOCC as needed. The MPO must have a draft UPWP to MDT and FHWA by August 1 this year, so
staff is working to have these preliminary discussions with the governing bodies and members of PCC so
that a comprehenisve draft may go through the process and be ready for submittal under the MDT
imposed schedule.



   
B.O.C.C Wednesday Discussion 2.        
Meeting Date: 06/04/2025  
Title: MetraPark Parking Regulations
Submitted By: Teri Reitz, Board Clerk

TOPIC:
MetraPark - Parking Regulations

BACKGROUND:
See attached. 

RECOMMENDED ACTION:
Discuss.

Attachments
MetraPark Parking Regulations 















   
B.O.C.C Wednesday Discussion 3. a.        
Meeting Date: 06/04/2025  
Title: Old City Hall Building
Submitted For:  Matt Kessler, Purchasing Agent 
Submitted By: Matt Kessler, Purchasing Agent

TOPIC:
Old City Hall Building

BACKGROUND:
Discuss the possibility of buying the old City Hall building. Discuss estimates provided by Hulteng for
what a potential remodel could cost.

RECOMMENDED ACTION:
Discuss.



   
B.O.C.C Wednesday Discussion 3. b.        
Meeting Date: 06/04/2025  
Title: Class and Comp Policy - Revision/Update
Submitted For:  Jennifer Jones, Finance Director 
Submitted By: Anna Ullom, Senior Accountant

TOPIC:
Revision to the Class and Comp Policy

BACKGROUND:
Revision to the Class and Comp Policy

RECOMMENDED ACTION:
Discuss.

Attachments
Class and Comp Policy draft - May 2025 
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Yellowstone County Classification and Compensation Policy 
Policy Number___ 

Updated May 2025 
 
This Policy replaces Policy 01-03 and Policy 01-04 including the 01-04 addendum.  

 

Overview 

 
July 2003 the Yellowstone County Commissioners and staff met with representatives from 

Montana Public Employees Association (MPEA) to discuss compensation and classification 

processes.  That meeting lead to a request for proposal sent out in December 2003.  On 

March 31, 2004 representatives from MPEA, Teamsters Local 190, elected officials and 

management recommended the Hay Group for a classification and compensation study. An 

introductory meeting for all County employees was held June 2004.   
 

Compensation Philosophy 
(Yellowstone County must meet the terms and provisions under collective bargaining 

agreements. The following may or may not be applicable under certain collective 
bargaining agreements.)   

 
Yellowstone County is committed to provide high quality services to the citizens through 
cost-efficient, progressive and innovative leadership. Total compensation should foster 
recruitment and retention of employees committed to public service and a desire to 
make a difference in the community.   
 
Fiscal responsibility necessitates that the compensation be consistently administered 

throughout the County, based on principles of fairness and equity. The basis for the Hay Job 

Evaluation, Classification and Compensation Plan is to provide for internal equity and 

external competitiveness administered within the County’s financial resources.   

 

In summary, Yellowstone County’s total compensation should be aligned with the mission, 

values, and culture to provide the best return on human resources investment. 

 
The mission of Yellowstone County is to improve the function of County government, to 
serve its citizens and the region as efficiently and cost effectively as possible, through 
the joint efforts of our employees and leadership.  
 
Starting rate on initial employment.  The original appointment to a position is 
generally made at the minimum of the range.  If qualified applicants are not available at 
the minimum of the range, the market for a particular position warrants or other 
extenuating circumstances, the department head or elected official may request in 
writing to the Commissioners approval to hire above the minimum of the range.  
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The department head or elected official shall take into consideration the internal 
comparison of salaries, available budget, and availability of applicants, market 
conditions or a combination of these.  With prior approval of the Commissioners, a 
department head or elected official may hire up to the maximum of the range.  
 
Upon satisfactory completion of probation an elected official or department head may 
request in writing to BOCC approval to compensate above the minimum of the range. 
This is generally a 5% increase after initial probation not promotions.  
 
Temporary Compensation for out-of-class pay.  Upon County Commissioners 
approval, if an employee is temporarily required to serve in and accept the responsibility 
for work in a position of a higher salary range for more than ten (10) working days, the 
employee may receive the entrance rate of the class assigned or five percent above the 
employee’s current salary rate, whichever is higher.  The higher rate starts on the first 
day of the assignment.  Holidays and leave time will be paid at the higher rate for the 
duration of the assignment. The compensation period for a temporary assignment may 
not exceed ninety (90) days unless the Commissioners approve an extension. 
 
Rate of pay for additional duties.  Additional duties may result from vastly 
increased supervisory or administrative duties, duties not normally assigned to the 
position’s classification but as such do not warrant reclassification, reorganization of 
internal functions, or departmental personnel cutback.  Criteria used to evaluate pay for 
additional duties include compensation of extra work through overtime pay or 
compensatory time increase, available time before new duties, and the level of difficulty 
of new duties.  The department head or elected official may request an increase in salary 
not to exceed the maximum of the range. The County Commissioners must approve all 
additional duties compensation adjustments.  The general guideline rate of pay for 
additional duties is a 5% increase. Pay adjustments for qualifying additional duties may 
be temporary or permanent depending upon the duration of assignment.  Holidays and 
leave time will be paid at the higher rate for the duration of temporary additional duty 
pay. 
 
Budget parameters, the County’s long-term ability to fund compensation and consistency 
throughout departments will be evaluated before approving salary adjustments. 
 
It is the intent of Yellowstone County Board of County Commissioners to hold personnel 
costs at a fixed percentage of the budget.   Department heads and elected officials are 
encouraged to consider efficiencies such as the increased use of technology as 
appropriate and position consolidation when vacancies occur.  The long-term ability to 
fund and adequately compensate existing employees will be thoroughly reviewed prior 
to approving personnel actions and additional FTE. 
 
Call Back 
Non-Union hourly employees who are called back to work by management, not as an 
extension of the work shift, shall be paid for a minimum of two (2) hours at a premium 
rate of one and one-half times (1 ½) their regular rate of pay.  Each hour after two (2) 
hours shall also be paid the (1½) one and one-half premium call back rate.  
 
An example would be an hourly I.T. employee called back at night after their shift to fix a 
computer problem.  Call-back pay is an additional payment an employer makes to an employee 
who is called back to work after their regular shift or off-duty hours. It's essentially a 
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guaranteed minimum pay for the inconvenience of being called in to work outside of their usual 
schedule.  
 

 
NON-EXEMPT (Eligible for overtime) POSITIONS:  See Classification 
Specification  
 
A. Department Heads and Elected Officials may, at their discretion allow some or all of 

their employees who are eligible for overtime to accrue and use FLSA compensatory 
time in lieu of cash overtime compensation.  Where a Department Head or Elected 
Official chooses to allow the accrual of FLSA compensatory time, they must follow all 
of the provisions of 29 CFR Part 553, Application of the Fair Labor Standards Act to 
Employees of State and Local Governments.  Department Heads and Elected 
Officials may rescind in writing allowing compensatory time at any time with a copy 
to the Payroll Office and County Auditor.   

 
1) The employee must agree in writing, in advance, to accept FLSA compensatory 

time in lieu of overtime pay, and must indicate his/her preference for FLSA 
compensatory time on a Yellowstone County Overtime/FLSA Compensation 
Time Selection form.  An employee may change his/her overtime/compensatory 
time preference designation no more than once per fiscal year in June. 

 
2) In cases where an employee is represented by a labor union, the collective 

bargaining agreement must contain a provision that allows FLSA compensatory 
time in lieu of overtime pay. 

 
3) The employee must receive cash compensation, at the employee’s current rate of 

pay, for any unused FLSA compensatory time when employment with the 
County is terminated. 

 
B. FLSA compensatory time accrues at a rate of one- and one-half hours for each hour a 

non-exempt employee works in excess of forty (40) hours in a workweek.  Accrued 
time may be taken as approved paid time off later at a later date or cashed out in 
accordance with this policy and federal regulation. 

 
C. In addition to the provisions of the FLSA and its regulations, the County shall do the 

following when administering FLSA compensatory time: 
 

1) Effective July 1-2007 Hours worked shall constitute time worked when 
computing overtime.  Vacation leave, Sick leave, Holidays and compensatory 
time taken is not counted toward the calculation of overtime.  Vacation hours are 
counted as hours worked. Non-Union, FLSA covered employees required to 
work on a holiday shall be compensated at one and one-half times the hourly 
rate for the hours worked on the holiday plus the eight (8) hour holiday at 
straight rate.  

  
2) Require prior approval from the appropriate authority for a covered employee to 

work hours, which may result in the accrual of FLSA compensatory time. 
 

3) Establish a maximum limit of forty (40) hours of accrued FLSA compensatory 
time per eligible employee.  Overtime hours worked by an employee that cause 
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the employee to exceed this limit must be compensated in the form of cash 
payment. 

 
4) Require employees to report overtime hours worked on the time and attendance 

form reflecting the pay period in which the overtime hours were worked, so that 
the additional hours may be accrued as FLSA compensatory time. 

 
5) Record overtime in no smaller than 1/4-hour increments.  The fractional 

increment may be rounded, provided that over a period of time, this practice 
does not result in the failure to compensate the employee for the entire time 
actually worked. 

 
6) Require employees to take FLSA compensatory time off in no less than 1/2-hour 

increments and report FLSA compensatory time used on a time and attendance 
form. 

 
7) Cash out unused FLSA compensatory time when a covered employee transfers 

from one County department to another. 
 

8) At the request of the employee, pay the cash equivalent, at the employee’s 
current hourly rate, for all or any portion of the covered employee’s accrued 
FLSA compensatory time balance. 

 
D. In order to maintain control over staffing and operational expenses, Department 

Heads and Elected Officials shall retain the discretion to: 
 
1) Establish a lower maximum compensatory time accrual amount for a 

department than provided under this policy.  This must be in writing with a copy 
to the Payroll Office and Auditors Office. 

 
2) At any time, pay the cash equivalent for all or any portion of a covered 

employee’s accrued FLSA compensatory time balance; and/or 
 
3) Require an employee to take accrued FLSA compensatory time off during any 

workweek. 
 
EXEMPT (Not eligible for overtime) POSITIONS:  See Classification Specification  

 
A. State and federal law does not require the County to make the accrual or use of 

compensatory time available to exempt employees.  Nothing in this policy guarantees 
that an exempt employee will be allowed to work hours that result in the accrual or 
use of compensatory time.  In consideration of official duties performed by the 
employee outside a normal 40-hour workweek, a FLSA exempt employee with prior 
authorization from the appropriate supervisor or elected official may adjust his/her 
work schedule. 

  
B. Only those salaried positions, which meet all the requirements of the exemptions 

under the FLSA, shall be considered Exempt Positions by Yellowstone County. 
 
C. Employees who are exempt from the overtime provisions shall be suspended without 

pay as outlined in federal and state law Employees who are exempt from the 
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overtime provisions of the FLSA shall not be suspended without pay as a disciplinary 
action for less than one workweek, unless the suspension is for a major safety 
violation, in compliance with 29 CFR 541,118a5. 

 
D. The county may permissively deduct partial day benefits from exempt employees 

without losing their status as "exempt."  However, if all benefits have been exhausted, 
the county may not deduct salary of the exempt employee for a partial day worked.   

 

Classification Process Guidelines 
 
Department Heads and Elected Officials must strive to ensure that the duties and 
responsibilities of employees under their supervision are consistent with those contained 
in the class specification.   An accurate classification specification objective (also referred 
to as a job description) is to describe approximately 70% to 80% of the primary duties, 
tasks and accountabilities of the employee’s job.  
 

• Permanent changes of responsibilities impacting a budgeted position, which may 
reasonably require reclassification of the position or establishment of a new 
classification should be submitted as part of the annual budget process or during 
the mid year budget review for Board of County Commissioner (BOCC) action to 
approve or deny the requested potential change(s). 

 

•  If necessary, change in the responsibilities for a position may be submitted 
outside the budget process only if there is a demonstrated immediate need; 
however requested changes must be submitted to the BOCC for approval prior to 
assigning new duties and responsibilities that may change the classification of the 
position.  

 
It is critical that management follow the process of review prior to reassignment of duties 
that may lead to reclassification of a position.  Each January 1 through January 31 an 
employee whether non-union or union (also refer to the collective bargaining agreement) 
may begin a request for reclassification (not re-pointing job worth), when in the 
employee’s opinion there has been a significant change in the major duties, tasks or 
accountabilities of the work assignments that is better represented by another current 
classification specification.  The Board of County Commissioners reserves the right to 
accept a reclassification request outside of the January parameters or to deny a 
reclassification request submitted in January.  
 
Classification - The development of a generic description of the major 
duties/tasks, skills and abilities and qualification required for a position 
or series of positions, which are associated with a job family.  The focus of 
classification/reclassification should be on whether the Class Spec to 
which an incumbent is assigned is an accurate description of 
approximately 70%-80% of the major duties/tasks and accountabilities of 
that employee's job. The classification specification or job description does 
not determine the specific duties or responsibilities of any position.  Nor 
does a classification specification or job description limit or modify the 
discretion of the Board of County Commissioners, elected official or 
department head to assign, direct and control the assignments or work of 
employees under his/her supervision within the benchmarks of the 
classification.   
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Reclassification – A reassignment or change in allocation of an individual 
position by raising it to an existing higher classification, reducing it to an 
existing lower classification, or moving it to another existing classification 
at the same level based on the basis of significant changes in kind, 
difficulty or responsibility of the work performed. 
  
Pricing (or re-pointing) is the determination of the relative worth of a 
position using the Hay Method of Job Evaluation, both compared to others 
within the organization and to the external market.  
 
A Justification for Reclassification (Addendum C) must be completed by the employee or 
Elected Official/Dept. Head requesting a review of their position classification which 
includes where the anticipated new duties or reassigned duties came from, program 
efficiencies to be gained by the reclassification, why working within the current class is 
not a viable option, and the extent to which reclassification of the position will change 
the current staffing configuration.  The Justification for Reclassification will be reviewed 
by the HR Director or designee and routed to BOCC for approval or denial to continue 
the review process.  
 
If the Justification for Reclassification is approved the employee and employee’s 
supervisor will complete a Position Description Questionnaire.  The HR Director or 
designee may conduct a desk audit.  The Justification for Reclassification and Position 
Description Questionnaire forms are on the Yellowstone County, HR intranet.  
 
The HAY Classification Committee will evaluate new positions requiring the 
establishment of a grade level. The Finance Director must review all new positions 
regarding the fiscal impact. The Human Resources Department shall forward the 
classification of new positions to the Board of County Commissioners.  
 
The Board of County Commissioners may accept and approve a reclassification 
recommendation in its entirety, accept any portion of the recommendation, instruct 
Human Resources to conduct further investigation and or modify the recommendation 
or reject the recommendation in its entirety.  
 
Passed and adopted by the Board of County Commissioners of Yellowstone County, MT 
this the ___ day of _____ 2025.  This policy shall be effective upon adoption date. The 
Board of County Commissioners reserves the right to modify, amend or alter the policy 
as needed. 
 
ATTEST:      _______________ 
       Mark Morse, Chairman 
 
       _______________ 
       John Ostlund, Member 
Jeff Martin 
Clerk and Recorder     _______________ 

       Mike Water, Member  



   
B.O.C.C Wednesday Discussion        
Meeting Date: 06/04/2025  
Title: Closed: Medical Litigation, YCDF
Submitted By: Erika Guy

TOPIC:
Closed: Medical Litigation, YCDF

BACKGROUND:
Closed

RECOMMENDED ACTION:
Closed



   
B.O.C.C Wednesday Discussion        
Meeting Date: 06/04/2025  
Title: Closed: Litigation Update, Davis
Submitted By: Erika Guy

TOPIC:
Closed: Litigation Update, Davis

BACKGROUND:
Closed

RECOMMENDED ACTION:
Closed


	Agenda
	AI 15003 FY26 Unified Planning Work Program - Discussion of Draft Projects and Programs
	AI 15006 MetraPark Parking Regulations
	       ATT_MetraPark Parking Regulations
	AI 15005 Old City Hall Building
	AI 15022 Class and Comp Policy - Revision/Update
	       ATT_Class and Comp Policy draft - May 2025
	AI 15025 Closed: Medical Litigation, YCDF
	AI 15026 Closed: Litigation Update, Davis

