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A G E N D A  
REGULAR MEETING OF TYBEE ISLAND CITY COUNCIL 

October 22, 2020 at 6:30 PM 
Please silence all cell phones during Council Meetings 

 
Consideration of Items for Consent Agenda 6:30PM 

Opening Ceremonies 
     Call to Order 
     Invocation 
     Pledge of Allegiance 

Announcements 

Recognitions and Proclamations 
1. Recognition:  Tybee Island Fire Department, First Responders and Lifeguards 
2. Employee of Quarter(s) 

 First Quarter:  Cale Mathis, Department of Public Works 
 Second Quarter:  Melissa Freeman, Finance Department 
 Third Quarter:  Jennifer Wittendorf, Tybee Island Fire Department 
 Fourth Quarter:  Danny Rapposeli, Water/Sewer Department 

 
Consideration of the approval of the minutes of the meetings of the Tybee island City Council 

3. City Council Minutes, October 8, 2020 
 
Reports of Staff, Boards, Standing Committees and/or Invited Guest.  Limit reports to 10 
minutes. 

4. Demery Bishop:  STVR Work Group Report 
5. Kim Webster:  Tourism Council  Activities Year-To-Date 
6. Frank McColm:  Update on the HMGP Grant 

 
Citizens to be Heard:  Please limit comments to 3 minutes.  Maximum allowable times of 5 
minutes. 
 
If there is anyone wished to speak to anything on the agenda other than the Public Hearings, 
please come forward.   
 



 

 
P.O. Box 2749 – 403 Butler Avenue, Tybee Island, Georgia 31328-2749 

(866) 786-4573 – FAX (866) 786-5737 
www.cityoftybee.org 

Consideration of Approval of Consent Agenda 
 
Consideration of Bids, Contracts, Agreements and Expenditures 

7. Results of the Classification and Compensation Study conducted by Evergreen Solutions 
and to request that the City Council review and implement the plan. 

8. T-Mobile - 5th Amendment to Water Tower Attachment Lease Agreement  
 
Consideration of Ordinances, Resolutions 

9. First Reading, 2020-20, Noise Ordinance 
10. First Reading, 2020-21, Alcohol Restrictions 
11. Second Reading:  Retirement Ordinances/Amended Plan 

 
Council, Officials and City Attorney Considerations and Comments 

12. Bubba Hughes:  For Discussion Only:  Alcohol License Fees  
13. Shawn Gillen:  Update on Beach Litter 
14. Shawn Gillen:  Discussion:  Zones/Ordinance on the Beach 
15. Shawn Gillen:  Discussion:  Making Izlar and TS Chu Public Streets 

 
Minutes of Boards and Committees 

16. Approved Minutes, Ethics Commission Meeting, March 5, 2020 (For Information Only) 
 
Executive Session 
     Discuss litigation, personnel and real estate  
 
Possible vote on litigation, personnel and real estate discussed in executive session 
 
Adjournment 
Individuals with disabilities who require certain accommodations in order to allow them to observe and/or 
participate in this meeting, or who have questions regarding the accessibility of the meeting or the facilities are 
required to contact Jan LeViner at 912.472.5080 promptly to allow the City to make reasonable accommodations 
for those persons.   
 
*PLEASE NOTE:  Citizens wishing to speak on items listed on the agenda, other than public hearings, 

should do so during the citizens to be heard section.  Citizens wishing to place items on the council 
meeting agenda must submit an agenda request form to the City Clerk’s office by Thursday at 5:00PM 

prior to the next scheduled meeting.  Agenda request forms are available outside the Clerk’s office at City 

Hall and at www.cityoftybee.org. 
 

 

 

THE VISION OF THE CITY OF TYBEE ISLAND 

 
  

“is to make Tybee Island the premier beach community in which to live, work, and play.” 
 

 

 

THE MISSION OF THE CITY OF TYBEE ISLAND 

 
  

“is to provide a safe, secure and sustainable environment by delivering superior services through responsible 
planning, preservation of our natural and historic resources, and partnership with our community to ensure 
economic opportunity, a vibrant quality of life, and a thriving future.” 

 

http://www.cityoftybee.org/
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City Council Minutes, October 8, 2020  
 
Consideration of Items for Consent Agenda 
Mayor pro tem Brown called the Consent Agenda to order at 6:30PM.  Those present were Jay 
Burke, Monty Parks, John Branigin, Nancy DeVetter and Spec Hosti.  Also attending were Dr. 
Shawn Gillen, City Manager; Bubba Hughes, City Attorney; Tracy O’Connell, Assistant City 
Attorney; George Shaw, Director, Community Development; and Janet LeViner, Clerk of Council. 
Mayor Sessions was excused.  
 
Mayor pro tem Brown listed the following items on the consent agenda: 

 Minutes:  City Council Meeting, September 24, 2020 
 
Mayor pro tem Brown called the regular meeting to order.  All those present for the consent 
agenda were present. 
 
Opening Ceremonies 

 Call to Order 
 Invocation:  Rev. Sue Jackson, Trinity Methodist Church 
 Presentation of Colors and Pledge of Allegiance 

 
Citizens to be Heard. 
Jan LeViner, Clerk of Council read two emails from residents (attached) regarding Open 
Containers in the Festival Zone and the proposed Noise Ordinance. 
 
Demery Bishop approached Mayor and Council to speak on the proposed Open Containers in 
Festival Zone.  Mr. Bishop read from his letter to Mayor Buelterman dated October 6, 2015 
regarding Enforcement of Beach Rules and Crowd Control Task Force Recommendations.   
(Attached).  He stated open containers in the Festival Zone are and will continue to be a priority 
for the citizens of this Island as was the Task Force that was convened five years ago.  Mayor 
pro tem Brown thanked Mr. Bishop for his comments. 
 
Jennifer Knox, The Sand Bar, approached Mayor and Council to speak on the Open Containers 
in Festival Zone agenda item.  Ms. Knox stated she has met with all the bar owners on the south-
end and they are in agreement and to make a pledge not overserve, not to serve more than one 
drink at a time, and will report all suspicious persons to the TIPD.  She explained this is her 
livelihood and has done everything to be safe.  She is asking Mayor and Council take into 
consideration that the owners are willing to do anything to solve the problem.  Ms. Knox would 
like data and the opportunity to return and speak to Mayor and Council.  Mayor pro tem Brown 
thanked Ms. Knox. 
 
Ron Goralceyk, 14th Street, approached Mayor and Council to speak on the Open Containers 
in Festival Zone agenda item.  He would ask Mayor and Council not to move forward with the 
item.   
 
Rob Hill approached Mayor and Council to speak on the proposed Noise Ordinance.  Mr. Hill 
stated is he happy Mayor and Council are moving forward with the proposed ordinance.  They 
are a family, enjoy the family environment, and would like his children to be able to go to bed at 
a reasonable time and not be kept awake late at night due to bar noise.   
 



Maria Procipio approached Mayor and Council to distribute maps and drawings regarding the 
Marine Science Center.  Mayor pro tem Brown thanked Ms. Procipio and stated the Marine Science 
Building would be discussed later in the agenda. 
 
Monty Parks made a motion to approve the Consent Agenda.  John Branigin seconded.  Vote 
was unanimous to approve, 6-0. 
 
Public Hearings 
Site Plan Approval to enlarge warehouse and add office space.  201 McKenzie Street, 
LLC.  Zoning C-2; PIN:  4002602011.  George Shaw approached Mayor and Council and 
explained the petitioner is asking to enlarge his warehouse space.   This would include office 
space.  Staff and the Planning Commission both recommended approval.  Mr. Shaw continued, 
the petitioner did not have time to include the addendum for a dumpster pad in the Planning 
Commissions packet but it is included in the packet before Mayor and Council.  The dumpster pad 
would be at the end of the parking to the left hand side with a small office space in the front in 
the warehouse space.  The petitioner is also asking for a fence on Laurel and has shown some 
buffer plantings which was recommended by the Planning Commission.  The fence, if put in, 
would hinder the traffic in the unopened right-of-way.  Mr. Hughes stated the Haymans, in 
exchange for granting the City an easement on the other side, for a drainage issue on Solomon, 
acquired 30’ of the right-of-way from Laurel.  Mr. Burke read a letter from Mr. Hayman regarding 
this agenda item.  He is not in favor of a barricade as it would hinder his access but is in favor of 
enlarging the warehouse.  Mr. Hughes stated there is a fence on the property which is not in the 
center of the right-of-way but is at the edge of the property and is asking for permission to open 
up half of the Laurel right-of-way.  This permission was granted in August of this year.  What is 
currently left of Laurel is 30’ which would remain a public right-of-way.  The Hayman’s would be 
entitled to use that as well as anyone else.  Mayor pro tem Brown stated there is an issue with 
delivery trucks idling overnight as well.  Mr. Parks made reference to the Planning Commissions 
concerns with the parking of semi-trucks overnight and would recommend deliveries can only be 
made from 9:00AM – 5:00PM.   He stated he does not feel there should be parking there.  Mr. 
Branigin asked Mr. Hughes if the parking of delivery trucks overnight is a separate issue.  Mr. 
Hughes responded it could be a factor in the review site plan applications.  He stated the Planning 
Commission did request a fence as it would create a buffer which is desirable for the residential 
properties.  Mr. Parks stated he listened to the Planning Commission and they raised the same 
points and felt it is inappropriate for their discussions.  He asked Mr. Hughes for guidance.  Mr. 
Hughes stated site plan approval standards have evolved over the years as the ordinance 
originally just was an informational tool to let everyone know what was happening.  The provisions 
he is referring to were added at a later date(s).  Mr. Parks confirmed and would like assurance 
there will be a dumpster on the property.  Mayor pro tem Brown expressed his concerns with the 
trash trucks picking up the garbage that is at the back of the property.  Mr. Parks expressed his 
concerns for the owner of the adjacent property with the noise from the delivery trucks late at 
night.  Ashley Mosley, Engineer, approached Mayor and Council.  Mr. Mosley confirmed there will 
be a dumpster pad on the property.  He stated the initial intent is to use the driveway as others 
are using it and the buffer (fence) can be taken down.  Monty Parks made a motion to approve 
contingent upon a discussion with the neighbors regarding the delivery trucks; the garbage pad 
in included on the property; and the fence is removed.  Jay Burke seconded.  Vote was 
unanimous to approve, 6-0.  
 
Text Amendment:  Amendment to Article 7, Tree Removal Regulations.  George Shaw 
approached Mayor and Council.  Mr. Shaw stated Ms. DeVetter recommended a change in the 
current ordinance which would impose stricter fines on illegally removing trees without a permit.  
The proposed ordinance states if a tree is removed without a permit (1) you may not replace with 



a palm tree but with a like species and (2) the replacement tree diameter goes from 2” to 4” 
breast height.  Mr. Branigin asked Mr. Shaw if a replacement tree could not be found what the 
policy would be.  Mr. Shaw stated it would have to be another significant tree which would include 
a live oak.    Mr. Branigin asked should it be made clear that you can substitute any significant 
tree for whatever significant tree you cannot purchase.  Mr. Shaw responded he can make that 
change.  Mr. Parks confirmed that pertains to the removal of trees without a permit.  Mr. Shaw 
confirmed.  Mayor pro tem Brown asked the penalty per inch.  Mr. Shaw stated it is currently $50 
but the proposed ordinance changes it to $100.00 per inch, breast height.  Nancy DeVetter 
made a motion to approve.  Monty Parks seconded.  Vote was unanimous to approve, 6-0. 
 
Consideration of Bids, Contracts, Agreements and Expenditures 
Georgia Municipal Employees Benefit System Defined Benefit Retirement Plan; 
Amendment to Establish an Early Retirement Incentive Program.  Dr. Gillen explained 
the documents have been received from GMA and Mr. Hughes has reviewed for compliance.  This 
changes the current plan to allow for a short window for early retirement.  The 45 day window, 
once approved, would be December 9, 2020, which is the last day staff can take advantage of 
the program. The incentive, $10,000 plus 18 months of COBRA, would sunset at the same time.  
He is asking for approval.  Monty Parks made a motion to approve.  John Branigin seconded.  
Vote was unanimous to approve, 6-0.  Discussion:  Mr. Hughes stated this is the first reading 
of the ordinance and the second reading with be October 22, 2020.  The notice will be given on 
October 23, 2020 for Staff.  He further stated, “this is a several step process and there are 
ordinances to fit each change of the existing retirement plan included within the agenda package.  
If that is the understanding, at first reading, each of the ordinances approved will be approved 
on first reading to implement all components of the retirement plan”.  Dr. Gillen confirmed the 
official notice will be sent upon final approval of Mayor and Council.   
 
Septic to Sewer Fee Policy.  George Shaw approached Mayor and Council.  Mr. Shaw stated 
Staff received a request from a resident who currently has a septic system and he would like to 
tie into the sewer system and have the fees waived.  Mayor pro tem Brown recommended all fees 
be waived.  Mr. Parks asked Mr. Shaw if there is a listing of those who are on septic.  Mr. Shaw 
responded no but the county might have that information.  Dr. Gillen stated he will follow up.  
Spec Hosti made a motion to approve and to waive all fees.  Monty Parks seconded.  Vote 
was unanimous to approve, 6-0.   
 
Consideration of Ordinances 
Discussion, 2020-20, Article 4, Chapter 22, Section 22-110 through 22-112, Noise.  
Mr. Hughes stated the proposed ordinance is a combination of prior ordinances that have been 
addressed by Mayor and Council and other committees.  Those recommendations have not been 
incorporated as the City is using decibel readers which were thought to be more accurate than a 
plainly audible standard.  The standard was upheld and came from Athens, Georgia several years 
ago as being completely enforceable for an ordinance violation even in the absence of a 
complaint.  The propose ordinance is supposed to be in effect for a full 24 hours.  He further 
explained the least restrictive manner of achieving the goal, i.e., the narrower amount of time 
that the ordinance has added strictness, the more likely the ordinance is to survive a challenge.  
The proposed ordinance is modeled following the Athens ordinance that survived the challenge.  
Mr. Hughes stated it is his understanding the recommendation of the Public Safety Committee is 
to move away from the decibel readings.  He would recommend the hours be like those in the 
Athens ordinance which basically for a week night, 100’ standard would apply at 11:00PM and 
ends at 7:00AM the following morning.  In this way, any sound that can is audible 100’ away, in 
any zoning district regardless of the sound, it is a violation.  During the day, it is allowed to be 
operating until it gets to 300’ away, if it is plainly audible, then it is in violation.  Mayor pro tem 



Brown expressed his concerns with construction activities.  Mr. Hughes responded, variances 
could be added.  He continued, this would include fireworks.  The goal is to make the fireworks 
ordinance remain just as strict as it can be under state law.  State law exempts the local 
government’s ability to restrict fireworks on certain holidays and where there is a special permit 
granted.  Mr. Hughes asked Mayor and Council to look at the exemptions and make him aware 
of any changes.  Mr. Branigin stated (1) the way this is written, amplified music on the beach 
would be covered during the day under the 100’ rule and he does not feel this is adequate and 
(2) with equipment restrictions, there are some uses of tools, such as those doing landscape work 
as they need to not work during the heat of the day but also at the end of the day (this needs to 
be an exemption as to allow for work).  Mr. Parks stated the proposed ordinance is also meant 
to reinforce the STVR rules.  Ms. DeVetter stated she would like to ensure this in the enforcement 
mechanism that the fine is included in the administrative fine structure.  Mr. Hughes confirmed.  
A discussion ensured regarding inappropriate noise levels which could include neighbor noise to 
include ambient noise.  Mayor pro tem Brown asked Council to send their questions and comments 
to Mr. Hughes for inclusion in the first reading of the ordinance for October 22, 2020.   
 
Council, Officials and City Attorney Considerations and Comments 
Mayor pro tem Brown stated he would like to recommend an Increase the amount Mayor 
and Council paid to GMA for retirement.  Dr. Gillen responded Staff is in need of official 
direction from Mayor and Council prior to moving forward.  There is a $1,200 fee for GMA to do 
a Study and with Mayor and Council’s approval they will move forward.  Currently, Mayor and 
Council receive $20.00 per year for every year that was served on council.  Dr. Gillen 
recommended raising the amount to $25.00 per year.  Monty Parks made a motion for Mayor 
and Council to review the $25.00 amount.  Jay Burke seconded.  Voting in favor were Nancy 
DeVetter, Monty Parks, Barry Brown, Spec Hosti and Jay Burke.  Voting against was John Branigin.  
Motion to approve, 5-1. 
Mayor pro tem Brown expressed his concerns with Open Containers in Festival Zone.  He 
made a correction as the agenda items should read Open Containers and Consumption (1) 
from 14th Street to Chatham Avenue parking lot area, (2) Second Street to Chatham 
and (3) Alley 3 area from Alley 3 to the Fishing Pier. He stated this is due to recent 
problems that have arisen.  Dr. Gillen stated the Use of Force Reports are going up due to alcohol.  
Mayor pro tem Brown asked Mr. Hughes to craft an ordinance in that effect.  Dr. Gillen confirmed 
with Mayor pro tem Brown it will be “a limit on consumption/open containers in the festival zone 
to include the beach area from 14th Street to Chatham”.  Mr. Parks recommended Mr. Hughes 
craft an ordinance for the Festival Zone/Control Zone as was previously defined, this would be 
the control zone from (1) 14th to 18th and (2)  from Lovell to the beach, this being the festival 
zone.  In additional, (1) from the beach to the water line; (2) from 14th to Chatham Avenue; and 
(3) to include Alley 3 and the Fishing Pier.  Mr. Parks expressed his concerns with the security of 
the Tybee Island Police Officers due to the misbehavior of visitors.  He would also recommend a 
time limit from January 1st through August 31st.  He feels this is a serious matter.  Mr. Branigin 
stated everyone feels this is a serious matter and recommended the City set a meeting between 
the Command Staff and business owners to discuss the problem(s) as there are actions that can 
be taken which would have a significant impact on the issues at hand.  Ms. DeVetter stated she 
is in agreement as well.  Dr. Gillen confirmed he will set a meeting to include the businesses and 
TIPD.  Mr. Parks asked Mr. Hughes to bring something to the next City Council meeting.  Mr. 
Hughes confirmed.   
Monty Parks shared his concerns with the Marine Science Building Improvements.  This 
would include:   

 Security gate on East side to prevent entrance from beach crossover 
 Security gate on West side to prevent access to rear of building 



 Attractive temp/semi-permanent fence in front and around sides, 
removal of City traffic control barricades 

 Front sign to identify the building 
 Upgrade indigenous plant exhibit placards 

Mr. Parks stated he is worried about security issues and is asking Mayor and Council to secure 
and identify the location as the Marine Science Building.  He does understand the difficulty in 
opening a building with the current conditions.  Mr. Parks feels it is important for Mayor and 
Council to step up and address the concerns.  Mr. Hosti asked why the grass and planting have 
not been cut at the front of the building as they look bad.  Ms. Procipio approached Mayor and 
Council.  She stated due to COVID the Marine Science Center on the south-end did shut down 
and began to do a re-opening plan.  A staff member did test positive for COVID and the Marine 
Science Center was again shut down.  With the south-end shut down, the north-beach location 
was used for Sea Camp(s) at a 45% success rate.  Ms. Procipio discussed Mr. Parks’s concerns 
to include the security issues and planned fencing.  Mr. Parks recommended Dr. Gillen meet the 
architect and Ms. Procipio to determine pricing to complete the security fencing and address his 
other concerns.  Dr. Gillen and Ms. Procipio confirmed.    
 
Monty Parks made a motion to adjourn to Executive Session to discussion Litigation, Real Estate 
and Personnel.  Spec Hosti seconded.  Vote was unanimous to approve. 
 
Monty Parks made a motion to adjourn to Regular Session.  John Branigin seconded.  Vote 
was unanimous to approve, 6-0. 
 
Spec Hosti made a motion to adjourn.  John Branigin seconded.  Vote was unanimous to 
approve, 6-0. 
 
Meeting adjourned at 9:35PM. 
 
 
 
______________________________ 
Janet R. LeViner, MMC 
Clerk 
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ARTICLE VIII. ‐ SHORT‐TERM RENTAL PROPERTIES[4]  

 

Footnotes:  

‐‐‐ (4) ‐‐‐  

Editor's note— Ord. No. 2016-07B , adopted May 26, 2016, set out provisions intended for use as Art. 
VII, §§ 34-195—34-201. Inasmuch as there were already provisions so designated, these provisions have 
been included as Art. VIII, §§ 34-260—34-266.  

Effective date of Ord. No. 2016-07B is May 26, 2016.  

Sec. 34‐260. ‐ Purpose and intent.  

(a)  The purpose of this article is to establish regulations for the use of residential dwelling units as 
short-term vacation rentals and to ensure the collection and payment of hotel/motel fees and 
occupation tax certificate fees.  

(b)  "Short-term vacation rental" means an accommodation for transient guests where, in exchange for 
compensation, a residential dwelling unit is provided for lodging for a period of time less than 30 
consecutive days. Such use may or may not include an on-site manager. For the purposes of this 
definition, a residential dwelling shall include all housing types and shall exclude bed and breakfast 
accommodations as they are defined by the City of Tybee's Land Development Code. This is also 
identified as "STVR".  

(c)  An owner shall be required to designate an agent for any short-term vacation rental unit, whose 
responsibility it will be to comply with the requirements of this section on behalf of the owner. The 
owner may be the agent.  

(d)  "Short-term vacation rental agent" is a local contact person designated by the owner who shall be 
available at all times to respond to complaints regarding the condition, operation, or conduct of 
occupants of the STVR. Such person is customarily present at a location within the city for purposes 
of transacting business, and is responsible for taking remedial action to promptly resolve issues 
within one hour.  

(e)  The owner or agent shall not be relieved of any personal responsibility or personal liability for 
noncompliance with any applicable law, rule or regulation pertaining to the use and occupancy of the 
residential dwellings unit as a short-term vacation rental unit.  

(Ord. No. 2016-07B , 5-26-2016) 

Sec. 34‐261. ‐ Application.  

(a)  The certificate application must be furnished on a form specified by the city manager, accompanied 
by a non-refundable occupational tax and regulatory fee. Such certificate application must include:  

(1)  The complete street address and property identification number (PIN) of the STVR;  

(2)  Ownership, including the name, address, e-mail and telephone number of each person or entity 
with an ownership interest in the property;  

(3)  The number of bedrooms, the maximum occupancy and the number of off-street parking 
spaces on the premises and any off-premises parking applicable;  

(4)  The name, address and telephone number of a short-term vacation rental agent or local 
emergency contact if applicable; and  



(5)  An emergency contact number. 

(6)   Proof of liability insurance. 

(7)  Proof that insurance company knows the property is being used as an STVR. 

(8)  Any other information that this chapter requires the owner to provide to the city as part of the 
identification for a short-term vacation rental. The city manager or his or her designee shall have 
the authority to obtain additional information from the applicant as necessary to achieve the 
objectives of this chapter.  

 

(b)  The certification form pursuant to this section shall be processed, and added to a database to be 
kept by staff listing STVR unit information and any citations that occur. The city shall notify the owner 
and agent of any instances that result in a citation for a code violation or other legal infraction.  

(c) Within 90 days of the effective date of the ordinance from which this article is derived, no person 
shall rent, lease or otherwise exchange for compensation all or any portion of a dwelling unit as a 
short-term vacation rental, as defined in section 34-260, without the owner or rental agent first 
obtaining an occupation tax certificate and identifying the location of each STVR with the city. 

(d) The city must be notified in writing within seven days when there is a change in property ownership, 
management, agent or emergency contact. Failure to do so will void any permitted use as an STVR. 

 

(Ord. No. 2016-07B , 5-26-2016; Ord. No. 09-2019 , § 1, 5-9-2019) 

Sec. 34‐262. ‐ Regulatory fee/renewal.  

(a)  The short-term vacation rental application shall be accompanied by an initial regulatory fee and be 
subject to an annual fee every January 1 thereafter, as established by the mayor and city council.  

The regulatory fee shall be $100.00, plus $? per person, multiplied by the number of persons defined 
as the maximum occupancy for the unit, as stated in the application. An application is valid when 
completed and filed along with payment of the application regulatory fee. The fee shall be due January 1 
of each year for short-term rental purposes and, if not paid within 90 days thereof, shall be subject to the 
delinquency and penalty provisions of section 58-163, as applicable, to occupation tax/business license 
provisions as well as the revocation of any right to use the unit for short-term rental purposes until 
payment of the penalties and fee. In addition to the regulatory fee license as specified herein, the 
applicant shall also pay the required occupation tax each year.  

(b)  Each property or unit shall be issued a registration unique property identification number.  

(c)  Failure to register as prescribed by this law will result in a fine of $100.00 $500 for each month that 
the unit continues to operate without registration.  

(d)  The annual registration of a unit and the regulatory fee are not transferrable. In the event ownership 
of a unit changes, and even if there is no change in the management company managing the unit, 
the fee upon ownership change shall be $100.00if the change occurs prior to July 1 of the year and 
$50.00 if after July 1 of the year.  

(e)  In the event a management company changes, the unit is to be re-registered by notice to the city 
and the regulatory fee will be $50.00, if the management company change is after July 1; otherwise, 
the fee is $100.00,  

 

*per person fee to be based on a justifiable cost of administration and enforcement less hotel/motel tax 
income as determined by City Council and staff 



(Ord. No. 16-2017-B , § 1, 12-19-2017; Ord. No. 09-2019 , § 2, 5-9-2019; Ord. No. 2019-15 , § 1, 
11-11-2019)  

Editor's note— Ord. No. 16-2017-B , § 1, adopted Dec. 19, 2017, amended § 34-262 in its 
entirety to read as herein set out. Former § 34-262 pertained to registration fee/renewal, and 
derived from Ord. No. 2016-07B , adopted May 26, 2016; and Ord. No. 06-2017-A , § 1, adopted 
Mar. 9, 2017. 

Sec. 34‐263. ‐ Good neighbor policy.  

The city shall make available on its website a list of STVR good neighbor policies which STVR 
agents are encouraged to must share with their clients, owners, and guests.  

(Ord. No. 2016-07B , 5-26-2016) 

Sec. 34‐264. ‐ Signs.  

All one- and two-family STVR units shall post a sign that shall be visible and legible 
from the address side of the street listing emergency contact name, phone number and the unique 
location identification number registration number.  The emergency contact name and number 
shall be the STVR agent as required by section 34-260(d) unless otherwise specified and 
approved by the city staff and any rental agency involved. Such sign shall not be less than 18 
inches x 24 inches and shall not exceed 24 inches x 24 inches.  The purpose of the required sign 
is to enable officers and third parties to identify appropriate contacts for issues with the property 
and/or the occupants and, therefore the sign shall be located in such a location that it faces the 
street which is listed as the real property address or otherwise located at such location as 
approved by staff consistent with that purpose.  The view of the sign shall not be obstructed by 
fencing, cars, vegetation, etc.   

 
Multi-family units shall post a sign which shall be visible and legible from a publicly 

accessible area outside the unit listing the required emergency contact name, phone number and 
the unique location identification number registration number.  Signs for multi-family units shall 
be 8½ inches by 11 inches. All such signs shall be located no further than four feet from the 
outer most edge of the front entry door or otherwise located at such location as approved by city 
staff consistent with that purpose.  Multi-family units may have one additional sign on the 
exterior of the property which complies with the standards of the one and two family STVR unit 
for the purposes of advertising, branding and way finding. 

 
To the extent that the requirements herein are inconsistent with the Sign Ordinance the 

provisions hereof shall control in the case of short term vacation rental properties and shall 
supersede any inconsistent provisions of Homeowner Association Agreements or policies or 
Condominium Association Agreements or policies pertaining to signage. 

 (Ord. No. 2016-07B , 5-26-2016; Ord. No. 16-2017-B , § 1, 12-19-2017; Ord. No. 2019-15 , § 1, 
11-11-2019) 

Sec. 34‐265. ‐ Unique location identification number required.  



Each short-term vacation rental property or unit is to have a unique location identification number. 
Any advertising, promotion or notice of availability of a property or unit for a short-term vacation rental 
occupancy shall include the location identification number or numbers for every available property or unit 
which is the subject matter of the advertisement, promotion or notice. The phrase "advertisement, 
promotion or notice" as used herein shall include, but not be limited to, brochures, marketing material and 
any online, digital, social media or published promotion of any such property or unit. The failure to include 
such number as required herein shall be a violation hereof and punishable as otherwise provided in this 
Code.  

(Ord. No. 2019-15 , § 1, 11-11-2019) 

Sec. 34‐266. ‐ Compliance.  

(a)  It shall be the responsibility of the owner or agent to pay all required taxes required by chapter 58, 
article IV, room excise tax.  

(Ord. No. 2016-07B , 5-26-2016) 

Secs. 34‐267—34‐299. ‐ Reserved.  



STVR Affidavit– Draft  

 

1. Tybee STVR ordinance –Tybee Island, GA,   Code of  Ordinances (COO) , Short- Term Rental 

Properties(STRP), Article VIII, Chapter  34- 260 through 34-266  

2. Hotel/Motel tax procedure – COO,  Article IV, Chapter 58 

3. Good Neighbor policy -  COO, STRP, Article VIII,   Chapter 34-263 

4. STVR transfer process 

I acknowledge that I have read and/or understand the above ordinance, policies, requirements and 

procedures and will abide by them.  I understand failure to do so may result in penalties, fines, and 

possible loss of a license to operate an STVR. 

 

1. Working smoke alarms labeled in accordance with UL 217 in each sleeping room, outside each 

sleeping area and on each additional story including ground level parking areas and habitable 

attics. 

2. Working carbon monoxide alarms complying with UL 2075 outside each separate sleeping area. 

3. Minimum of one UL certified fire extinguisher in plain view. 

I verify that the above conditions exist on my property 

 

__________________________________________________________  

Applicant      Date 



File Attachments for Item:

7. Results of the Classification and Compensation Study conducted by Evergreen Solutions and 

to request that the City Council review and implement the plan.



                     
 

City of Tybee Island 
P.O. Box 2749 – 403 Butler Avenue, Tybee Island, GA 31328 

(912)786-4573 – FAX (912) 786-5737 

 

Council Meeting Date for Request:  October 22, 2020 

Purpose:  The purpose of this agenda item is to present the results of the Classification and Compensation Study        

      conducted by Evergreen Solutions and to request that the City Council review and implement the plan. 

Explanation: Since the City’s current Classification and Compensation Plan was last evaluated and updated in 2015, 

there have been difficulties in filling certain positions such as in public safety departments.  Guidelines need to be 

establish not only to help attract qualified employees, but also to retain them.  An RFP was awarded to Evergreen 

Solutions, LLC to do this. They began the process of evaluating the City’s current pay (conducted by them in 2015) and 

recommended adjustments in two parts: 

 

 Part 1:  Public Safety Employees Compensation and Classification Study 

 Part 2:  All other Employees Compensation and Classification Study   

 

City main objectives for the Classification Compensation Study: 

 

 Attract and retain qualified employees; 

 Ensure positions performing similar work with essentially the same level of complexity, 

responsibility, and knowledge, skills, and abilities are classified together; 

 Provide salaries commensurate with assigned duties; 

 Clearly outline promotional opportunities and provide recognizable compensation growth; 

 Provide justifiable pay differential between individual classes; and 

 Maintain a competitive position with other comparable government entities and private employers  

     within the same geographic area. 

 

Evergreen Solutions tasks for this Classification Compensation Study: 
 

1. Review the City’s current compensation plan (salary, grade levels and pay ranges), understand current challenges 

to recruiting and retaining employees and propose recommended strategies of the City. 

2. Conduct interviews and/or job audits as appropriate. Interviews and/or job audits may be conducted individually 

or in groups based upon classification.  

3. Review and update current job descriptions to uniformly reflect the distinguishing characteristics, essential job 

functions, minimum qualifications (education/experience and knowledge/skills/abilities), working conditions 

(physical demands, work environment, and travel requirements) and certification/licenses/registrations 

requirements for classifications needed.   

4. Identify Officials & Administrators, Professionals, Technicians, Paraprofessionals, Administrative Support, 

Skilled Craft Workers, and Service employees, including Fair Labor Standards Act (FLSA) status (exempt/non-

exempt.). 

5. Identify and recommend a consistent and competitive market position that the City can strive to maintain. 

6. Recommend comparable labor markets, including both private and public sector employers for the compensation 

survey. The City requires final approval of the labor markets which will be included in the study. 

7. Develop and conduct a comprehensive compensation survey. 

8. Recommend appropriate salary range for each position based on the classification plan, the compensation survey 

results, and internal relationships and equity. The consultant will prepare a new salary structure based on results 

of the survey and best practices. 

9. Develop guidelines to assist the City staff with determining the starting pay for new employees based on 

knowledge and experience above minimum requirements of the position, how difficult the position is to fill, and 

market competitiveness.    



10. Identify career ladders/promotional opportunities as deemed appropriate.  

11. Recommend implementation strategies including calculating the cost of implementing the plan. 

12. Identify any extreme current individual or group compensation inequities, and provide a recommended corrective 

action plan and process to remedy the situation. 

13. Make recommendations and provide implementation strategies related to other key compensation practices based 

on market demand, including pay for performance, skill pay, certification pay, bilingual pay, promotional pay, 

and acting assignment pay. 

14. Develop and provide a straightforward, easily understood, maintenance system that can be used to keep the 

classification system updated and equitable.  

15. Provide system documentation and computer software formats to administer the plan 

16. Conduct comprehensive training for Human Resources to ensure the staff can explain and administer the new 

system in the future. The training program should be clearly spelled out in the proposal. 

17. Provide an appeals process for a period of time after the plan is implemented. 

 

The results of Evergreen Solutions, LLC draft study is included as an attachment.  A representative from Evergreen will 

attend the meeting. 

 

Financial Impact and Recommendation from Finance Committee 

 

3 Options for Consideration to implement a new structure to bring all salaries up to date. 

 

Bring Employees’ salaries to New Minimums 

Move Toward Midpoint 3 Tier (Tenure or Class) 

Move Toward Midpoint 2 Tier (Tenure or Class) 

 

The cost is broken down into Public Safety and General Plans. The adjustments were calculated based on the average and 

65th percentile for the General Plan.  It was the desire of the City to adjust Public Safety Plan based on 65 percentile only. 

 

It is the recommendation of the Finance Committee to move toward midpoint 3 tier using the Class (years of service in 

position) at the 65th Percentile so that the City of Tybee Island will enhance its hiring and retention potential by having a 

more competitive compensation system.   

 

The financial impact to implement both plans to move toward the midpoint 3 tier is $431,969.28 not including taxes.  

Breakdown cost of each plan: 

 

 Public Safety $196,553.00  + Fica/Medicare ($15,036)  + Workers’ Comp ($5897) 

 General $235,416.28 + Fica/Medicare ($18,010) + Workers’ Comp ($7,063) 

 

In order to implement, the City would need to spread the cost in several budget years. 

 

2021 Budget January 2021 Public Safety  $ 108,743.50 

 

2022 Budget July 1 2021 Public Safety $ 108,743.50 

January 2022 General  $ 130,244.14  

                                                       

Totaling $ 238,987.64 

  

2023 Budget July 1, 2022 General  $130,244.14 

 

In order to keep salary progression, the City will need to continue to include cost of living adjustments across the board 

and performance–based practices. Improvements to performance evaluation process must be improved to preserve 

equitable pay practices.    

                       

 

 
 



 
 

 Comprehensive Employee Compensation/
Classification Study for the 

 City of Tybee Island, GA 
 

DRAFT REPORT 
 

October 13, 2020 



 

 

 
PAGE 

1.0 INTRODUCTION .......................................................................................................... 1-1 
 
 1.1 Study Methodology ............................................................................................ 1-2 
 1.2 Report Organization........................................................................................... 1-3 
 
 
2.0 ASSESSMENT OF CURRENT CONDITIONS ................................................................ 2-1 
 
 2.1  Pay Plan Analysis ............................................................................................... 2-1 
 2.2 Employee Salary Placement by Grade ............................................................. 2-2 
 2.3 Salary Quartile Analysis ..................................................................................... 2-4 
 2.4 Summary ............................................................................................................ 2-5 
 
  
3.0 SUMMARY OF EMPLOYEE OUTREACH    ................................................................... 3-1 
 
 3.1 General Feedback ............................................................................................. 3-1 
 3.2 Compensation .................................................................................................... 3-1 
 3.3 Classification ...................................................................................................... 3-2 
 3.4 Recruitment/Retention ..................................................................................... 3-2 
 3.5 Market Peers ..................................................................................................... 3-2 
 3.6 Benefits .............................................................................................................. 3-3 
 3.7 Summary ............................................................................................................ 3-3 
  
 
4.0 MARKET SUMMARY ................................................................................................... 4-1 
 
 4.1 Salary Survey Results ........................................................................................ 4-1 
 4.2 Salary Survey Summary .................................................................................... 4-7 
 
 
5.0 RECOMMENDATIONS ................................................................................................ 5-1 
 
 5.1 Classification System ........................................................................................ 5-1 
 5.2 Compensation System ...................................................................................... 5-2 
 5.3 System Administration ................................................................................... 5-10 
 5.4 Summary ......................................................................................................... 5-12 

E V E R G R E E N  S O L U T I O N S ,  L L C  

Table of Contents 



 

 
 

 Evergreen Solutions, LLC  Page 1-1 

0   
 
 

 
 
 

Evergreen Solutions, LLC (Evergreen) conducted a Compensation and Classification Study for 
the City of Tybee Island (the City) beginning in January 2020. The City’s pay structure was 
implemented in October 2015 following a compensation and classification study, which was 
also conducted by Evergreen. Following that study, and the recommendation to continue 
reviewing its compensation system on a regular basis, another compensation and 
classification study was again conducted (by Evergreen) in 2020. As a result, classifications 
were reslotted in the general pay plan, a separate pay plan for Public Safety was developed, 
and employees’ salaries were adjusted.  

Again, following the recommendation by Evergreen to continue this process of conducting full 
compensation and classification studies every five years, the City requested this study. The 
City’s continual pursuit of maintaining a competitive pay plan and efforts to make adjustments 
to employees’ salaries accordingly is commended. The study findings and recommendations 
are contained in this report. 

Study tasks involved:  

 holding a study kick-off meeting;  

 analyzing the City’s current salary structure (pay plan) to determine its strengths and 
weaknesses; 

 conducting employee outreach by leading orientation and focus group sessions for 
employees; 

 facilitating discussions with the City’s project team to develop an understanding of its 
compensation philosophy; 

 collecting classification information through the Job Assessment Tool (JAT) process to 
analyze the internal equity of the City’s classification system; 

 developing recommendations for improvements to classification titles as appropriate; 

 conducting a market salary survey to assess the external equity (market 
competitiveness) of the City’s current pay system and benefit offerings; 

 
 revising or developing a new competitive pay structure and slotting classifications into 

each while ensuring internal and external equity; 
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 developing the most appropriate method for transitioning employees’ salaries into the 
revised (or new) pay structure (plans);  

 providing the City with information and strategies regarding compensation and 
classification administration;  

 preparing and submitting draft and final reports that summarize the study findings and 
recommendations; and 

 updating job descriptions to reflect recommended classification changes and 
employee responses to the JAT, and Fair Labor Standards Act (FLSA) status 
recommendations.  

1.1 STUDY METHODOLOGY 

Evergreen used a combination of quantitative and qualitative methods to develop 
recommendations to improve the City’s competitive position for its compensation system.  
Study activities included: 

Kick-off Meeting 

The kick-off meeting allowed members of the study team from the City and Evergreen to 
discuss different aspects of the study. During the meeting, information about the City’s 
compensation (pay plan) and classification structure and current pay philosophy was shared 
and the work plan for the study was finalized. The meeting also provided an opportunity for 
Evergreen to explain the types of data needed to begin the study.  

Assessment of Current Conditions 

This analysis provided an overall assessment of the City’s current pay structure (plans) and 
related employee data at the time of the study. The current pay plans and the progression of 
employees’ salaries through the pay ranges were examined during this process. The findings 
of this analysis are summarized in Chapter 2 of this report.  

Employee Outreach 

Employee outreach consisted of Evergreen facilitated orientation sessions and focus group 
meetings with employees and supervisors. The orientation sessions provided an opportunity 
for employees and supervisors to learn about the purpose of the study and receive specific 
information related to their participation in the study process. The focus group meetings 
allowed the City employees and supervisors to identify practices that were working well and 
to suggest areas of opportunities for improvement regarding the compensation system, 
classification system, and the employee performance evaluation system. Employees who 
were unable to attend a focus group meeting were invited to respond to the focus group 
questions via a SurveyMonkey survey tool. The feedback received during both these methods 
is summarized in Chapter 3 of this report. 
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Compensation Philosophy  

Evergreen conducted meetings with the City’s project team to develop an understanding of its 
position with regard to employee compensation. Several key factors were examined and 
provided the framework for the recommended compensation system and related pay 
practices.  

Classification Review - Internal Equity Analysis 

To assess the internal equity of the City’s classification system, all employees were asked 
during employee outreach to complete a JAT to describe the work they performed in their own 
words. Supervisors were then asked to review their employees’ JATs and provide additional 
information as needed about the position. The information provided in the completed JAT’s 
was utilized in the classification analysis in two ways. First, the work described was reviewed 
to ensure that classification titles were appropriate. Second, the JAT’s were evaluated to 
quantify, by a scoring method, each classification’s relative value within the organization. Each 
classification’s score was based on employee and supervisor responses to the JAT, and the 
scores allowed for a comparison of classifications across the City.  

Salary and Benefits Survey – External Equity Analysis 

For the salary survey, peers were identified that compete with the City for human resources 
and provide similar services. Classifications representing a cross-section of the departments 
and levels of work were selected as benchmarks. After the selection of peers and 
benchmarks, a survey tool was developed for the collection of salary range data for each 
benchmark. Included was a survey to collect data about the core and fringe benefits offered 
by peer organizations. The salary and benefits data collected during this survey were analyzed, 
and a summary provided which can be found in Chapter 4 of this report. 

Recommendations 

During the review of the compensation philosophy, the City identified its desire to be at a 
minimum, competitive with the labor market. Understanding this, and utilizing the findings of 
the analysis of both internal and external equity, a revised classification and compensation 
system were developed. Recommendations were also provided on how to maintain the 
compensation system going forward. A summary of all study findings and recommendations 
can be found in Chapter 5 of this report. 

1.2 REPORT ORGANIZATION 

This report includes the following additional chapters: 

 Chapter 2 – Assessment of Current Conditions 
 Chapter 3 -  Summary of Employee Outreach 
 Chapter 4 – Market Summary 
 Chapter 5 – Recommendations 
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The purpose of this evaluation was to provide an overall assessment of the City’s 
compensation structure, and employee salary progression. Data included here reflect the 
conditions when the study began, and should be considered, as such, a snapshot in time. The 
insights gained from this evaluation provided the basis for further analysis through the course 
of this study and were not considered sufficient cause for recommendations independently. 
Instead, the results of this evaluation were considered during the review of internal equity and 
the analysis of peer market data. Subsequently, appropriate compensation related 
recommendations were developed for the City and are described later in this report.  

2.1 PAY PLAN ANALYSIS 

The City administered one open-range pay plan for 124 regular full and part-time employees. 
Employees in the part-time Parking Attendant classification were not included in this analysis 
since that classification was not in this pay plan. Rather, Parking Attendant employees were 
paid at a designated hourly rate. Exhibit 2A illustrates the plan with established minimum, 
midpoint, and maximum salaries and of 18 grades (ranges). The range spread (the percentage 
difference between the minimum and maximum of the pay grades relative to the grade’s 
minimum) was a constant 60 percent which is within best practice of 50 to 70 percent for 
these type plans. 
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EXHIBIT 2A  
PAY PLAN 

 
          Source: Created by Evergreen from data provided by the City as of February 2020. 

 
 
2.2 EMPLOYEE SALARY PLACEMENT BY GRADE 

When assessing the effectiveness of the City’s pay plans and practices, it is important to 
analyze where employees’ salaries fell within each pay range. Identifying those areas where 
there may be clusters of employees’ salaries could illuminate potential pay progression 
concerns within the current plan. It should be noted that employees’ salaries, and the 
progression of the same, is associated with an organization’s compensation philosophy — 
specifically, the method of salary progression and the availability of resources. Therefore, the 
placement of employees’ salaries should be viewed with this context in mind.  

Exhibit 2B illustrates the placement of employees’ salaries relative to pay grade minimums 
and maximums. The exhibit contains the following: 

 the pay grades,  
 the number of employees in classifications assigned to the pay grade,  
 the number and percentage of employees with salaries below the minimum, 
 the number and percentage of employees with salaries at the minimum, 
 the number and percentage of employees with salaries at the maximum, and 
 the number and percentage of employees with salaries above the maximum. 

Grade Minimum Midpoint Maximum
Range 
Spread

Employees

102 26,825$     38,873$     42,920$    60% 0
103 28,783$     37,418$     46,053$    60% 14
104 30,884$     40,149$     49,414$    60% 21
105 33,139$     43,081$     53,022$    60% 5
106 35,558$     46,226$     56,893$    60% 36
107 38,154$     49,600$     61,046$    60% 9
108 40,939$     53,221$     65,502$    60% 8
109 43,928$     57,107$     70,285$    60% 8
110 47,135$     61,276$     75,416$    60% 2
111 50,576$     65,749$     80,922$    60% 6
112 54,268$     70,549$     86,829$    60% 3
113 58,230$     75,699$     93,168$    60% 0
114 62,481$     81,226$     99,970$    60% 2
115 67,042$     87,155$     107,267$  60% 5
116 71,936$     93,517$     115,098$  60% 1
118 82,822$     107,669$  132,515$  60% 2
119 88,868$     115,529$  142,189$  60% 1
120 95,355$     123,962$  152,568$  60% 1
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EXHIBIT 2B 
SALARY PLACEMENT OF EMPLOYEES 

BELOW, AT, AND ABOVE MINIMUM AND MAXIMUM BY GRADE 

 
Source: Created by Evergreen from data provided by the City as of February 2020. 

Employees with salaries at the grade minimum are typically new hires or are new to their 
classification following a recent promotion; on the other hand, employees with salaries at the 
grade maximum are typically highly experienced and proficient in their classification. As 
Exhibit 2B illustrates, at the time of this study, there were three employees with a salary below 
their grade minimum; however, these employees were in their 90-day probationary period and 
will have their salaries brought to the minimum of their pay grade following successful 
completion of their probationary period. There were no employees with salaries at the 
minimum, at the maximum, or above the maximum. 

Exhibit 2C illustrates the placement of employees’ salaries in their pay grades relative to pay 
grade midpoints. The exhibits contain the following:  

 the pay grades,  
 the number of employees in classifications assigned to the pay grade,  
 the number and percentage of employees with salaries below the midpoint, 
 the number and percentage of employees with salaries at the midpoint, and 
 the number and percentage of employees with salaries above the midpoint of each 

pay grade. 

  

Grade Employees # < Min % < Min # at Min % at Min # at Max % at Max # > Max % > Max

103 14 3 21.4% 0 0.0% 0 0.0% 0 0.0%
104 21 0 0.0% 0 0.0% 0 0.0% 0 0.0%
105 5 0 0.0% 0 0.0% 0 0.0% 0 0.0%
106 36 0 0.0% 0 0.0% 0 0.0% 0 0.0%
107 9 0 0.0% 0 0.0% 0 0.0% 0 0.0%
108 8 0 0.0% 0 0.0% 0 0.0% 0 0.0%
109 8 0 0.0% 0 0.0% 0 0.0% 0 0.0%
110 2 0 0.0% 0 0.0% 0 0.0% 0 0.0%
111 6 0 0.0% 0 0.0% 0 0.0% 0 0.0%
112 2 0 0.0% 0 0.0% 0 0.0% 0 0.0%
114 2 0 0.0% 0 0.0% 0 0.0% 0 0.0%
115 5 0 0.0% 0 0.0% 0 0.0% 0 0.0%
116 2 0 0.0% 0 0.0% 0 0.0% 0 0.0%
118 2 0 0.0% 0 0.0% 0 0.0% 0 0.0%
119 1 0 0.0% 0 0.0% 0 0.0% 0 0.0%
120 1 0 0.0% 0 0.0% 0 0.0% 0 0.0%

Total 124 3 2.4% 0 0.0% 0 0.0% 0 0.0%
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EXHIBIT 2C 

SALARY PLACEMENT  
BELOW, EQUAL TO, AND ABOVE MIDPOINT BY GRADE 

 

 
 Source: Created by Evergreen from data provided by the City as of February 2020.  

Employees with salaries close to the midpoint of a pay range should be fully proficient in their 
classification and require minimal supervision to satisfactorily complete their job duties. 
Within this framework, grade midpoint is commonly considered to be the salary an individual 
could reasonably expect for similar work in the market. Therefore, it is important to examine 
the percentage and number of employees with salaries above and below the midpoint. Of the 
124 employees with classifications in the City’s pay plan, 112 employees (90.3 percent) had 
salaries below the midpoint, no employees had salaries at the midpoint, and 12 employees 
(8.9 percent) had salaries above the midpoint.  

2.3 SALARY QUARTILE ANALYSIS 

This section provides an additional analysis of the distribution of employees’ salaries across 
the pay grades at the time of this study. Examining employee salary placement by grade 
quartile provided insight into whether clustering of employees’ salaries existed within each 
pay grade. For this analysis, employees’ salaries were slotted within one of four equal 
distributions. The first quartile (0-25) represents the lowest 25 percent of the pay range. The 
second quartile (26-50) represents the segment of the pay range above the first quartile up 
to the pay range’s midpoint. The third quartile (51-75) represents the part of the pay range 
above the midpoint up to the 75th percentile of the pay range. The fourth quartile (76-100) is 
the highest 25 percent of the pay range. This analytical method provided an opportunity to 
assess how employees’ salaries are disbursed throughout each pay grade. 

Grade Employees # < Mid % < Mid # at Mid % at Mid # > Mid % > Mid

103 14 13 92.9% 0 0.0% 1 7.1%
104 21 21 100.0% 0 0.0% 0 0.0%
105 5 5 100.0% 0 0.0% 0 0.0%
106 36 35 97.2% 0 0.0% 1 2.8%
107 9 8 88.9% 0 0.0% 1 11.1%
108 8 6 75.0% 0 0.0% 2 25.0%
109 8 8 100.0% 0 0.0% 0 0.0%
110 2 1 50.0% 0 0.0% 1 50.0%
111 6 5 83.3% 0 0.0% 1 16.7%
112 3 1 33.3% 0 0.0% 2 66.7%
114 2 2 100.0% 0 0.0% 0 0.0%
115 5 5 100.0% 0 0.0% 0 0.0%
116 1 0 0.0% 0 0.0% 1 100.0%
118 2 1 50.0% 0 0.0% 1 50.0%
119 1 1 100.0% 0 0.0% 0 0.0%
120 1 0 0.0% 0 0.0% 1 100.0%

Total 124 112 90.3% 0 0.0% 12 9.7%
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Exhibit 2D provides a breakdown of placement of employees’ salaries relative to salary 
quartiles and provides the following:  

 the pay grades,  
 the number of employees per pay grade, and 
 the location (by quartile) of the employees’ salaries within each grade.  

EXHIBIT 2D 
SALARY QUARTILE ANALYSIS  

 
Source: Created by Evergreen from data provided by the City as of February 2020.  

 
As Exhibit 2D illustrates, employees’ salaries were clustered in the first quartile, with 99 
employees (79.8 percent) earning in the first quartile. The remaining quartiles had the 
following concentration: 13 employees (10.5 percent) earned in the second quartile, nine 
employees (7.3 percent) earned in the third quartile, and three employees (2.4) earned in the 
fourth quartile of their respective salary ranges. 

2.4 SUMMARY 

Overall, the City’s compensation structure offered a firm foundation on which to build. The key 
points of the current structure were: 

 The City administered an open-range pay plan for 124 regular full and part-time 
employees. Each pay grade had a range spread of 60 percent. 

 

1st Quartile 2nd Quartile 3rd Quartile 4th Quartile
# Employees # Employees # Employees # Employees

103 14 12 1 0 1
104 21 19 2 0 0
105 5 4 1 0 0
106 36 33 2 0 1
107 9 6 2 1 0
108 8 6 0 2 0
109 8 8 0 0 0
110 2 0 1 1 0
111 6 5 0 1 0
112 3 1 0 1 1
114 2 0 2 0 0
115 5 3 2 0 0
116 1 0 0 1 0
118 2 1 0 1 0
119 1 1 0 0 0
120 1 0 0 1 0

Overall Total 124 99 13 9 3
Percentage 79.8% 10.5% 7.3% 2.4%

GRADE
Total 

Employees



Chapter 2 - Assessment of Current Conditions  Comprehensive Employee Compensation/Classification Study  
 for the City of Tybee Island, GA 

 

 
 

Evergreen, LLC   Page 2-6 

 The City’s employees’ salaries were clustered in the first quartile, with 90.3 percent of 
employees’ salaries falling below the midpoint of their respective pay grades. 
 

The City’s pay structure provided employees with a clear pay plan and established ranges, 
though salary compression appeared to be an issue with the concentration of employees’ 
salaries in the first quartile. The method by which salaries have progressed and should 
continue to progress was examined in more detail during the review of the City’s 
compensation philosophy.  

The information gained from this review of current conditions was used in conjunction with 
the market analysis data to develop recommendations for a competitive pay plan that would 
best align with the City’s compensation philosophy moving forward. These recommendations 
can be found in Chapter 5 of this report.  
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Following the study kick-off, Evergreen consultants visited the City in February 2020 to 
conduct Employee Outreach. The process consisted of facilitating orientation meetings and 
subsequent focus group sessions with employees and supervisors. During the orientation 
meetings, the consultants provided information to participants about the goals of the study 
and their role in the study process.  

During the focus group sessions, Evergreen consultants asked questions that were designed 
to gather feedback on several topics related to the study. Employees also had the 
opportunity to respond to those same questions on SurveyMonkey. Participant responses 
provided the study team with valuable information regarding the employees’ and 
supervisors’ perceptions of the current compensation and classification system. The 
sessions were very well attended and participants actively engaged and provided feedback 
to the consultants. Summarized below are their comments and perceptions related to the 
topic areas.  
 
 
3.1 GENERAL FEEDBACK 
 
Overall, employees stated that they find the working atmosphere is very positive and team-
oriented. Additional positive comments about working at the City include:  

 that it provides a stable work environment; 

 the City provides a good benefits package; and 

 the jobs are rewarding in that they allow employees to serve their local community 
and tourists. 

3.2 COMPENSATION  

Participants expressed concerns related to the City’s compensation system and provided the 
following suggestions for:  

 improved market competitive salaries; 

 City provided cost of living allowances or stipends so that employees could live on the 
Island; 
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 alleviation of salary compression; and 

 incentive pay for employees achieving job related certifications. 

3.3 CLASSIFICATION  

General comments related to the classification of positions included that: 

 additional levels of classifications in a job family to allow for career progression 
would be appreciated; 

 employees with the same classification (title) perform different work; and 

 some positions could be retitled to better reflect the work performed.  

3.4 RECRUITMENT/RETENTION 

Furthermore, employees were asked which positions within the City presented the greatest 
challenges with regard to recruitment and retention. Some of the positions mentioned by the 
focus group participants were: 

 Dispatchers; 
 Firefighters; 
 Jailers; 
 Laborers; 
 Landscapers; 
 Mechanics;  
 Police Officers; and 
 Water and Sewer Maintenance Workers. 

3.5 MARKET PEERS 

Outreach participants were asked to identify organizations they considered to be market 
peers competing for employees performing similar work. The most common responses are 
listed below and were considered when developing the list of peers for the salary survey: 

 City of Beaufort, SC; 
 City of Charleston, SC; 
 City of Garden City, GA; 
 City of Port Wentworth, GA; 
 City of Savannah, GA; and 
 Chatham County, GA; 
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3.6 BENEFITS  
 
Participants were also asked for feedback regarding benefits. Participants commented that 
the City’s benefits package was generally good, and the City-paid health insurance for 
employees (only) was generous.  

However, additional feedback included: 

 family medical premiums were expensive; 

 the City’s retirement contribution may be less competitive compared to other 
municipalities;  

 retiree medical insurance would be appreciated; and 

 more options of medical plans would also be appreciated. 

3.7 SUMMARY 
 
The concerns expressed and reported above are generally common and exist in many 
organizations today. The City’s commitment to seeking employee input and feedback 
regarding the compensation and classification system is a positive step toward improvement 
in these areas. During the outreach sessions and through SurveyMonkey, employees 
consistently stated that the City’s compensation system should be improved to be market 
competitive and improve its ability to attract and retain qualified, dedicated employees. 

The input received during employee outreach provided a foundation for understanding the 
current environment and was considered while conducting the remainder of the study. The 
analyses discussed in the next chapters ultimately provided the basis for the 
recommendations provided in Chapter 5 of this report. 
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This chapter provides a market analysis comparing the City’s pay plan (salary ranges) to 
those at peer organizations. The data from targeted market peers were used to evaluate the 
compensation at the City at the time of this study. It is important to note that the market 
comparisons contained herein do not translate at the individual level and are instead used 
to provide an overall analysis. The utilized methodology is not intended to evaluate salaries 
paid to individuals.  An employee’s compensation is determined through a combination of 
factors, which could include: the demand for a job, the candidate’s prior education and 
experience, or an individual’s negotiation skills during the hiring process.  

It should be noted that market comparisons are best thought of as a snapshot of current 
market conditions. In other words, market conditions can change, although they are likely to 
change less in response to economic fallout of the COVID-19 pandemic; therefore, these 
market survey findings will be helpful for the City to remain current with its peers under the 
present market conditions.  

4.1  SALARY SURVEY RESULTS 

Evergreen collected pay range information from target organizations utilizing a salary survey 
tool. The development of this tool included selecting the benchmark classifications to be 
surveyed. A cross-section of the City’s classifications was selected so that the surveyed 
positions made up a subset of all work areas and levels of classifications in The City. The job 
title, a description of assigned duties, and the education and experience requirements for 
each benchmarked classification were provided in the survey tool so that peers could 
determine if the position existed within their organization.  

Evergreen received concurrence from the City’s project team regarding the targets to which 
the survey was provided. Several factors were utilized when developing this peer list, 
including geographic proximity to the City, organization size, the relative population being 
served by the organization, and employee recommendations from focus group sessions. 
Given the geographic proximity of the City in relation to its peers, data were analyzed without 
adjustments for cost of living. Exhibit 4A provides the list of 19 peer organizations from 
which data was collected, for 54 benchmark classifications from which salary range data 
were collected.  
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EXHIBIT 4A 
MARKET PEERS 

City of  Athens, GA
City of  Augusta, GA

City of  Brunswick, GA
City of  Daytona Beach, FL

City of  Fernandina Beach, FL
City of Folly Beach, SC

City of  Garden City,  GA
City of  Jacksonville, FL

City of  Myrt le Beach, SC
City of  Pooler, GA

City of  Port  Wentworth, GA
City of  Savannah, GA
City of  St. Marys, GA

City of  Statesboro, GA
Town of  Bluff ton, SC

Town of  Hilton Head Islands, SC
Town of Thunderbolt, GA

Town of  Carolina Beach, NC
Beaufort  County, SC

City of  Richmond Hill,  GA
Chatham County, GA

Market Peers

 
*Bold indicates data from peer included 

 
The City expressed a desire to examine its pay plan as compared to a competitive position 
(at the average) with the market for general classifications and to a more than competitive 
(65th percentile) market position for Uniform Police and Fire classifications and general 
classifications. To determine the position of the existing structure, Evergreen compared the 
City’s 2019 salary ranges for the benchmark classifications to both market positions. 
Exhibits 4B and 4C show the market data at the average and 65th percentile for general 
employee classifications and Exhibit 4D shows the market data at the 65th percentile for 
Uniform Fire and Sworn Police classifications. Each exhibit contains the following 
information:  

 The market salary range information for each classification. This indicates the 
average or 65th percentile of the minimum, midpoint, and maximum of the peer 
survey data for each benchmarked classification.  
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 The percent differentials (to the City’s existing salary ranges). A positive differential 
indicates the City pay range for these positions was above the targets’ average or 
65th percentile for that classification at the minimum, midpoint, or maximum. A 
negative differential indicates the City’s pay range was below the average for that 
classification. The final row provides the average percent differentials for the ranges’ 
minimum, midpoint, and maximum for all benchmarked classifications. This 
represents an average of all classifications’ differentials.  

 The survey average range width. This provides the average range width for each 
classification surveyed determined by the average minimum and average maximum 
salaries of the respondents, relative to the minimum. The average range width for all 
the classifications is provided in the final row. The number of responses collected for 
each classification is provided in the final column, and the average number of 
responses for all the classifications is provided in the final row. The number of survey 
responses for each classification is provided in the final column. The average number 
of responses for all the classifications is provided in the final row of the exhibit. 
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EXHIBIT 4B 
SALARY SURVEY SUMMARY 

GENERAL EMPLOYEES—COMPARISON AT AVERAGE 
 

Average % Diff Average % Diff Average % Diff

Accounts Payable Clerk $29,862.62 24.4% $37,300.08 28.3% $44,737.54 30.8% 50.3% 10
Accounts Receivable Clerk $29,451.76 18.8% $37,864.74 19.9% $46,277.71 20.6% 57.4% 11
Administrative Assistant $31,296.06 -1.3% $40,872.80 -1.8% $50,449.54 -2.1% 61.6% 13
Animal Control Officer $32,504.50 -5.1% $42,308.80 -5.2% $52,113.10 -5.3% 60.6% 7
Assistant City Manager $94,215.44 -5.8% $117,413.37 -1.6% $140,611.30 1.1% 48.7% 12
Assistant Municipal Court Clerk $37,951.21 -6.5% $46,775.34 -1.2% $55,599.48 2.3% 46.9% 6
Building Maintenance Crew Leader $37,547.35 -5.4% $47,692.58 -3.1% $57,837.80 -1.6% 54.1% 7
Building Maintenance Foreman $35,919.37 13.1% $46,402.02 13.7% $56,884.66 14.1% 59.2% 4
Building Maintenance Worker I $28,221.70 2.0% $35,733.76 4.6% $43,245.82 6.3% 53.7% 10
Business License/Short Term Vacation Rental Coordinator $38,435.19 -7.8% $49,827.32 -7.5% $61,219.46 -7.3% 59.3% 4
City Manager $95,315.93 0.0% $120,288.42 3.0% $145,260.92 4.9% 52.5% 4
City Marshal $41,765.79 19.1% $53,245.02 21.0% $64,724.25 22.2% 55.0% 4
Clerk of Council $63,611.32 -15.9% $79,630.47 -12.1% $95,649.61 -9.7% 50.4% 7
Communications Officer $32,252.69 -11.4% $40,623.58 -8.2% $48,994.48 -6.2% 52.3% 8
Community Development/DDA/Main street Coordinator $51,013.87 -28.8% $64,603.32 -26.3% $78,192.78 -24.6% 53.4% 6
Construction Foreman $34,738.31 16.4% $42,604.46 22.2% $50,470.62 25.9% 46.0% 5
Custodial Worker $22,855.66 23.0% $29,216.85 24.6% $35,578.04 25.7% 56.3% 5
Director, Economic Development, Planning, and Zoning $83,889.37 -22.3% $106,439.05 -19.9% $128,988.74 -18.4% 54.0% 10
Engineer $70,219.65 16.5% $91,005.90 16.8% $111,792.15 17.0% 59.4% 9
Finance and Purchasing Administrator $50,155.39 -20.2% $64,144.56 -18.6% $78,133.74 -17.6% 55.9% 5
Finance and Purchasing Assistant $34,153.60 31.9% $43,737.98 33.4% $53,322.36 34.3% 56.6% 8
Finance Director $89,908.69 -1.2% $114,086.45 1.3% $138,264.21 2.8% 53.9% 14
Fire Chief $92,108.88 -24.6% $116,359.82 -21.8% $140,610.75 -20.0% 52.9% 12
Heavy Equipment Operator $32,208.42 -4.2% $41,032.69 -2.2% $49,856.95 -0.9% 54.9% 11
HR Director $83,634.96 -22.0% $106,819.37 -20.3% $130,003.78 -19.2% 55.6% 15
IT Director $88,268.09 -20.4% $113,225.57 -19.1% $138,183.05 -18.2% 56.7% 10
IT Support Specialist $38,388.16 -28.6% $49,068.18 -26.9% $59,748.19 -25.9% 55.8% 6
Laborer Crew Leader (Parks) $32,425.52 9.2% $42,734.97 7.8% $53,044.41 7.0% 64.2% 5
Laborer I $26,272.08 36.9% $32,899.65 40.5% $39,527.22 42.8% 50.6% 7
Landscape Foreman $33,984.54 18.6% $43,573.99 19.9% $53,163.44 20.8% 56.9% 4
Mechanic Foreman $37,119.69 9.8% $48,303.64 9.7% $59,487.60 9.6% 60.9% 5
Mechanic I $34,089.81 -2.8% $43,878.94 -1.8% $53,668.07 -1.2% 57.9% 7
Municipal Court Clerk $38,899.12 5.1% $48,618.73 9.0% $58,338.34 11.6% 49.9% 7
Police Chief $91,182.51 -9.6% $116,204.37 -7.6% $141,226.24 -6.4% 55.0% 13
Public Works Division Director $86,281.04 -25.1% $110,630.73 -23.7% $134,980.41 -22.9% 56.7% 12
Recycling Worker $24,973.35 14.2% $31,605.77 16.8% $38,238.19 18.5% 52.8% 3
Utilities and Solid Waste Billing Clerk $32,464.09 16.1% $39,826.59 21.9% $47,189.09 25.6% 45.8% 9
Utility Worker $27,958.17 2.9% $35,634.38 4.9% $43,310.59 6.1% 55.0% 5
Water & Sewer Maintenance Worker I $28,972.84 6.4% $37,170.43 7.7% $45,368.03 8.5% 56.6% 6
Water & Sewer Maintenance Worker II $32,183.97 2.9% $41,168.53 4.5% $50,153.10 5.6% 55.9% 8
Water & Sewer Plant Operator $39,969.85 2.4% $50,339.94 5.6% $60,710.04 7.6% 51.9% 6
Water Meter Technician $31,494.61 -9.0% $39,783.23 -6.1% $48,071.86 -4.3% 52.8% 5
Water Sewer Division Director $88,418.62 -27.5% $110,218.04 -23.4% $132,017.47 -20.7% 49.3% 4

Overall  Average -0.4% 1.8% 3.2% 54.5% 7.7

# Resp.C lassif ication
Survey Minimum Survey Midpoint Survey Max imum Survey Avg 

Range
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EXHIBIT 4C 
SALARY SURVEY SUMMARY 

GENERAL EMPLOYEES—COMPARISON AT 65TH PERCENTILE 
 

65th Percentile % Diff 65th Percentile % Diff 65th Percentile % Diff

Accounts Payable Clerk $31,838.90 18.0% $38,338.69 25.6% $44,979.97 30.3% 50.3% 10
Accounts Receivable Clerk $29,792.73 17.6% $37,816.33 20.0% $46,297.60 20.5% 57.4% 11
Administrative Assistant $33,190.19 -7.2% $43,133.18 -7.2% $52,266.32 -5.6% 61.6% 13
Animal Control Officer $33,071.30 -6.8% $41,714.31 -3.8% $53,967.08 -8.8% 60.6% 7
Assistant City Manager $93,349.81 -4.9% $126,277.58 -8.9% $159,205.36 -11.3% 48.7% 12
Assistant Municipal Court Clerk $43,033.22 -19.0% $48,081.41 -3.9% $54,048.80 5.1% 46.9% 6
Building Maintenance Crew Leader $38,576.58 -8.1% $48,674.05 -5.2% $58,771.52 -3.2% 54.1% 7
Building Maintenance Foreman $34,420.91 17.3% $49,060.08 8.1% $65,267.80 0.4% 59.2% 4
Building Maintenance Worker I $32,551.14 -12.3% $40,650.69 -8.3% $48,944.36 -6.1% 53.7% 10
Business License/Short Term Vacation Rental Coordinator $41,708.18 -15.9% $55,796.65 -18.8% $69,885.13 -20.5% 59.3% 4
City Manager $94,801.91 0.6% $125,325.83 -1.1% $155,849.74 -2.1% 52.5% 4
City Marshal $46,482.81 8.4% $59,297.38 10.3% $72,222.56 11.4% 55.0% 4
Clerk of Council $69,852.81 -25.1% $87,887.65 -21.9% $106,141.48 -20.0% 50.4% 7
Communications Officer $34,377.77 -17.7% $42,229.88 -12.1% $50,629.19 -9.5% 52.3% 8
Community Development/DDA/Main street Coordinator $48,350.59 -23.6% $61,214.57 -21.0% $75,715.33 -21.5% 53.4% 6
Construction Foreman $37,656.31 8.4% $44,024.94 18.9% $50,067.01 26.7% 46.0% 5
Custodial Worker $25,154.28 13.5% $31,319.76 17.7% $37,861.49 19.5% 56.3% 5
Director, Economic Development, Planning, and Zoning $89,493.17 -28.7% $114,292.88 -26.9% $139,246.62 -25.9% 54.0% 10
Engineer $74,718.79 10.3% $93,597.15 14.0% $112,475.51 16.4% 59.4% 9
Finance and Purchasing Administrator $60,054.44 -37.9% $78,458.76 -38.3% $96,863.07 -38.6% 55.9% 5
Finance and Purchasing Assistant $35,150.41 29.1% $43,217.14 34.6% $51,931.31 36.9% 56.6% 8
Finance Director $98,636.53 -10.4% $124,132.96 -7.2% $148,649.70 -4.4% 53.9% 14
Fire Chief $106,488.68 -38.7% $133,753.67 -35.4% $160,811.00 -33.1% 52.9% 12
Heavy Equipment Operator $33,733.19 -8.8% $42,983.54 -6.8% $53,246.22 -7.5% 54.9% 11
HR Director $92,879.56 -32.3% $125,680.81 -36.2% $157,428.93 -37.9% 55.6% 15
IT Director $109,076.44 -41.0% $136,750.33 -37.6% $165,528.19 -35.9% 56.7% 10
IT Support Specialist $38,873.34 -29.8% $50,222.13 -29.2% $61,439.75 -28.6% 55.8% 6
Laborer Crew Leader (Parks) $37,256.32 -4.7% $46,955.22 -1.6% $56,795.03 0.2% 64.2% 5
Laborer I $28,686.44 28.3% $35,993.09 31.8% $43,404.38 33.8% 50.6% 7
Landscape Foreman $39,101.59 4.6% $46,829.96 12.8% $54,558.33 18.2% 56.9% 4
Mechanic Foreman $39,609.66 3.3% $49,208.37 7.8% $60,215.16 8.4% 60.9% 5
Mechanic I $36,842.19 -10.6% $46,161.03 -6.9% $55,834.58 -5.2% 57.9% 7
Municipal Court Clerk $35,649.96 13.8% $44,163.02 18.6% $53,323.55 20.5% 49.9% 7
Police Chief $97,669.84 -16.5% $126,026.98 -15.7% $155,609.37 -16.0% 55.0% 13
Public Works Division Director $97,457.55 -37.0% $124,920.79 -35.6% $153,441.76 -35.4% 56.7% 12
Recycling Worker $28,032.57 2.6% $35,976.67 3.9% $43,920.78 4.7% 52.8% 3
Utilities and Solid Waste Billing Clerk $34,104.77 11.2% $42,239.70 16.0% $49,041.16 21.8% 45.8% 9
Utility Worker $29,184.23 -1.4% $37,220.86 0.5% $44,900.12 2.5% 55.0% 5
Water & Sewer Maintenance Worker I $32,233.93 -4.3% $40,700.28 -1.4% $49,026.79 0.8% 56.6% 6
Water & Sewer Maintenance Worker II $34,731.85 -4.7% $43,903.57 -1.9% $52,732.73 0.5% 55.9% 8
Water & Sewer Plant Operator $37,993.90 7.5% $47,763.42 10.8% $57,532.94 13.0% 51.9% 6
Water Meter Technician $32,884.72 -13.3% $41,958.64 -11.4% $51,032.56 -10.3% 52.8% 5
Water Sewer Division Director $96,525.34 -36.1% $120,529.21 -32.1% $144,533.08 -29.6% 49.3% 4

Overall  Average -7.0% -4.3% -2.9% 54.5% 7.7

# Resp.C lassif ication
Survey Minimum Survey Midpoint Survey Max imum Survey Avg 

Range
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EXHIBIT 4D 
SALARY SURVEY SUMMARY 

UNIFORM FIRE AND SWORN POLICE—COMPARISON AT 65TH PERCENTILE 
 

65th Percentile % Diff 65th Percentile % Diff 65th Percentile % Diff

Captain (Fire) $56,031.62 -3.2% $70,319.38 0.3% $84,477.49 2.7% 43.0% 13
Captain (Police) $63,792.76 -16.1% $81,396.98 -14.3% $98,475.16 -12.6% 48.5% 11
Corporal $44,945.92 -9.3% $58,283.45 -9.1% $67,881.08 -3.6% 47.9% 10
Detention Officer $36,618.40 -17.0% $46,159.53 -13.9% $55,417.75 -11.5% 54.2% 5
Firefighter $38,416.76 -7.7% $47,790.87 -3.3% $57,584.54 -1.2% 46.0% 12
Lieutenant (Police) $57,606.53 -13.0% $72,352.81 -9.6% $87,343.52 -7.6% 42.9% 13
Lieutenant (Fire) $50,437.09 -13.8% $62,509.97 -9.0% $74,730.19 -6.1% 41.2% 8
Major $76,250.02 -19.8% $100,064.72 -20.8% $119,785.62 -18.0% 50.1% 7
Police Officer $42,147.02 -17.0% $52,261.86 -12.3% $63,086.90 -10.3% 52.5% 14
Sergeant $49,094.43 -11.1% $63,181.01 -10.1% $77,361.23 -9.6% 47.5% 14

Overall  Average -12.8% -10.2% -7.8% 47.4% 10.7

# Resp.C lassif ication
Survey Minimum Survey Midpoint Survey Max imum Survey Avg 

Range

 
 
 

Market Minimums 
 
A starting point of the analysis was to compare the peer’s market minimum for each 
classification to the City’s range minimums. Market minimums are generally considered an 
entry level salary for employees who meet the minimum qualifications of a classification. 
Employees with salaries at or near the range minimums typically have not mastered the job 
and probably have not acquired the skills and experience necessary to be fully proficient in 
their classification.  

As Exhibit 4B illustrates for General employee benchmarked classifications, the City was, on 
average, approximately 0.4 percent below the average of the minimum of the respective 
salary ranges. As Exhibit 4C illustrates for General employee benchmarked classifications, 
the City was, on average, approximately 7.0 percent below the 65th percentile of the 
minimum of the respective salary ranges.  

As Exhibit 4D illustrates for Uniform Fire and Sworn Police employee benchmarked 
classifications, the City was, on average, approximately 12.8 percent below the 65th 
percentile of the minimum of the respective salary ranges.  

Market Midpoints 

Market midpoints are important to consider because they are commonly recognized as the 
salary point at which employees are fully proficient in satisfactorily performing their work. As 
such, midpoint is often considered as the salary point at which a fully proficient employee 
could expect his or her salary to be placed.  

As Exhibit 4B illustrates for General employee benchmarked classifications, the City was, on 
average, approximately 1.8 percent above the average of the midpoint of the respective 
salary ranges. As Exhibit 4C illustrates for General employee benchmarked classifications, 
the City was, on average, approximately 4.3 percent below the 65th percentile of the 
midpoint of the respective salary ranges.  
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As Exhibit 4D illustrates for Uniform Fire and Sworn Police employee benchmarked 
classifications, the City was, on average, approximately 10.2 percent below the 65th 
percentile of the midpoint of the respective salary ranges.  

Market Maximums 
 
In this section, salary range maximums are compared to the peers’ average of maximums 
for each benchmarked classification. The market maximum is significant as it represents the 
upper limit salary that an organization might provide to retain and/or reward experienced 
and high performing employees. Additionally, being competitive at the maximum allows 
organizations to attract highly qualified individuals for in-demand classifications. 

As Exhibit 4B illustrates for General employee benchmarked classifications, the City was, on 
average, approximately 3.2 percent above the average of the maximum of the respective 
salary ranges. As Exhibit 4C illustrates for General employee benchmarked classifications, 
the City was, on average, approximately 2.9 percent below the 65th percentile of the 
maximum of the respective salary ranges.  

As Exhibit 4D illustrates for Uniform Fire and Sworn Police employee benchmarked 
classifications, the City was, on average, approximately 7.8 percent below the 65th 
percentile of the maximum of the respective salary ranges.   

4.2 SALARY SURVEY SUMMARY 

It should again be noted that the standing of a classification’s pay range compared to the 
market is not a definitive assessment of an individual employee’s salary being equally above 
or below market. A salary range does, however, speak to the City’s general ability to recruit 
and retain talent over time. If a range minimum is significantly lower than the market would 
offer, the City could find itself losing out to its market peers when it seeks to fill a position. It 
is equally true that range maximums lower than the market maximums may serve as a 
disincentive for experienced employees to remain at the City. From the analysis of the data 
gathered and discussed above, the benchmark classifications’ ranges were generally found 
to be below the City’s desired position of being competitive with the labor market.  
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The analysis of the City’s classification and compensation system revealed some areas of 
opportunity for improvement. Evergreen focused primarily on developing more competitive 
pay plans, as well as reviewing and making recommendations to the classification structure.  
Study recommendations, as well as the findings that led to each, are discussed in this chapter. 

5.1 CLASSIFICATION SYSTEM 

An organization’s classification system establishes how its human resources are employed to 
perform its core services. The classification system consists of the titles and descriptions of 
the different classifications, or positions, which define how work is organized and assigned. It 
is essential that the titles and descriptions of an organization’s classifications accurately 
depict the work being performed by employees in the classifications to ensure equity within 
the organization and to enable comparisons with positions at peer organizations. The purpose 
of a classification analysis is to identify such issues as incorrect titles and inconsistent titles 
across departments.  

In the analysis of the City’s classification system, Evergreen collected classification data 
through the Job Assessment Tool (JAT) and Management Issues Tool (MIT) processes. The 
JATs, which were completed by employees and reviewed by their supervisors, provided 
information about the type and level of work being performed for each of the City’s 
classifications. The final participation rate of 96.9 percent for employees completing a JAT 
was exceptional. In addition, the MIT process provided supervisors an opportunity to provide 
specific recommendations regarding the pay or classification of positions in their areas. 
Evergreen reviewed and utilized the data provided in the JATs and MITs as a basis for the 
classification recommendations below.  

FINDING 

Overall, the classification system utilized by the City was sound. However, there were a few 
instances of titles that could be modified to better reflect the tasks assigned to the position.  

RECOMMENDATION 1: Revise the titles of some classifications to better reflect job duties.  

Exhibit 5A provides a list of the recommended changes to the classification system. Not listed 
are minor changes (e.g., spelling out abbreviated words) or classifications that are not 
recommended to be changed. Some new titles were added to provide additional levels for 
career progression. The foundation for these recommendations was the work performed by 
employees as described in their JATs, best practice in the Human Resources field, or unique 
needs which required a specific titling method.  

E V E R G R E E N  S O L U T I O N S ,  L L C  

Chapter 5 - Recommendations 
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EXHIBIT 5A 
PROPOSED CLASSIFICATION CHANGES 

 

 

FINDING 

When comparing the City’s current job descriptions to the work described by employees in the 
JATs, Evergreen noted some tasks that were missing from the current job descriptions. This 
can happen over a period of time if the descriptions are not reviewed and updated on a regular 
basis. Some tasks in one classification are often reassigned to another classification. As such, 
these changes make it necessary for an organization to update its job descriptions regularly 
to ensure each job description accurately reflects the work performed.  

RECOMMENDATION 2: Revise all job descriptions to include updated classification 
information provided in the JAT, and review job descriptions annually for accuracy.  

The process of reviewing and updating the City’s job descriptions, as well as comments 
received from employees and supervisors during outreach, revealed that the descriptions did 
not, in some cases, accurately reflect current work performed. To minimize this becoming a 
concern again in the future, Evergreen recommends a regular review of these descriptions, 
including FLSA status determinations.  

A review of the employee’s assigned job classification (description) should occur at least 
annually. Review of the FLSA determination for exempt or non-exempt status as well as other 
aspects of the job, (such as physical requirements required to perform essential functions) 
will also ensure consistent, continuous compliance with the American’s with Disabilities Act 
(ADA) protection. At the time of this report, Evergreen was in the process of revising the job 
descriptions for all classifications. The descriptions will be provided to the City under separate 
cover.  

5.2 COMPENSATION SYSTEM  

The compensation system analysis consisted of two parts: an external market assessment 
and an internal equity assessment. During the external market assessment, the City’s pay 
ranges for selected benchmark classifications were compared to the average of the identified 

Current Classification Title Recommended Classification Title
*New title Firefighter II

*New title Sergeant (Fire)

Accounts Receivable Clerk (Cashier) Accounts Receivable Clerk

Administrative Assistant to Public Works Administrative Assistant

Business License/Short Term Vacation Rental Coordinator Business License Specialist

Community Development/DDA/Mainstreet Coordinator DDA/Mainstreet Manager

Laborer I (HVAC Technician) HVAC Technician

Landscaping Foreman Landscaping Foreman/Arborist

Lieutenant/Administrative Supervisor Administrative Lieutenant
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market. Details regarding the external market assessment were provided in Chapter 4 of this 
report. 

During the internal equity assessment, consideration of the relationships between positions 
and the type of work being performed by the City employees were reviewed and analyzed. 
Specifically, a composite score was assigned to each of the classifications that quantified the 
classification’s level of five separate compensatory factors (leadership, working conditions, 
complexity, decision-making, and relationships). The level for each factor was determined 
based on responses to the JAT. The results of both analyses were utilized when developing 
the recommendations below.  

FINDING 

The City’s salary ranges were found to be aligned its desired market position for many of the 
surveyed classifications. Some classifications, however, could be slotted in a different pay 
grade to enhance its competitiveness with the market. Implementing a revised competitive 
pay structure (pay plans) would provide the City with an improved ability to attract, hire and 
retain employees. Furthermore, retaining the City’s current step and grade system will help 
the City continue to administer uniform and equitable pay practices. 

RECOMMENDATION 3: Retain the City’s current open-range pay plan for general employees 
and develop a separate pay plan for Public Safety (Uniform Fire and Sworn Police); slot all 
classifications into the plans based on external and internal equity; and implement by 
transitioning employees’ salaries into the plans.  

Evergreen slotted each proposed classification into the appropriate pay range for each pay 
plan. For the general pay plan, classifications were re-slotted as needed. Both internal and 
external equity were analyzed when slotting the classifications. Assigning pay grades to 
classifications requires a balance of internal equity, desired market position, and recruitment 
and retention concerns. Thus, market range data shown in Chapter 4 were not the sole criteria 
for the proposed pay ranges. Some classifications’ grade assignments varied from their 
associated market range due to the other factors mentioned above.  

 
Exhibit 5B shows the open-range pay plan for general employees. This pay plan has 19 pay 
grades, with range spreads of 60 percent.  

Exhibit 5C shows the open-range pay plan for Public Safety. This pay plan has 12 pay grades, 
with range spreads of 60 percent.   
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EXHIBIT 5B 
PROPOSED PAY PLAN--GENERAL EMPLOYEES 

 

 

  

Pay Grade
Proposed 
Minimum

Proposed 
Midpoint

Proposed 
Maximum

Range 
Spread

102 26,825.00$    34,873.00$      42,920.00$      60%
103 28,783.00$    37,418.00$      46,053.00$      60%
104 30,884.00$    40,149.00$      49,414.00$      60%
105 33,139.00$    43,081.00$      53,022.00$      60%
106 35,558.00$    46,226.00$      56,893.00$      60%
107 38,154.00$    49,600.00$      61,046.00$      60%
108 40,939.00$    53,221.00$      65,502.00$      60%
109 43,928.00$    57,107.00$      70,285.00$      60%
110 47,135.00$    61,276.00$      75,416.00$      60%
111 50,576.00$    65,749.00$      80,922.00$      60%
112 54,268.00$    70,549.00$      86,829.00$      60%
113 58,230.00$    75,699.00$      93,168.00$      60%
114 62,481.00$    81,226.00$      99,970.00$      60%
115 67,042.00$    87,155.00$      107,267.00$   60%
116 71,936.00$    93,517.00$      115,098.00$   60%
117 76,971.52$    100,062.98$   123,154.43$   60%
118 82,822.00$    107,669.00$   132,515.00$   60%
119 88,886.00$    115,529.00$   142,189.00$   60%
120 95,355.00$    123,962.00$   152,568.00$   60%
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EXHIBIT 5C 
PROPOSED PAY PLAN—PUBLIC SAFETY 

 

 
 
 

Evergreen slotted each proposed classification into the appropriate pay range in the pay plan. 
Both internal and external equity were analyzed when slotting the classifications. Assigning 
pay grades to classifications requires a balance of internal equity, desired market position, 
and recruitment and retention concerns. Thus, market range data shown in Chapter 4 were 
not the sole criteria for the proposed pay ranges. Some classifications’ grade assignments 
varied from their associated market range due to the other factors mentioned above. The 
resulting recommended pay grades for each of the City’s general employee classifications are 
shown in Exhibit 5D (reflecting the slotting at the average market position) and Exhibit 5E 
(reflecting slotting the slotting at the 65th percentile of the market. The resulting 
recommended pay grades for each of the City’s Public Safety employee classifications are 
shown in Exhibit 5F (reflecting slotting at the 65th percentile of the market which was the City’s 
desired market position for Public Safety). 
  

Pay Grade
Proposed 
Minimum

Proposed 
Midpoint

Proposed 
Maximum

Range 
Spread

PS01 34,702.00$    45,112.60$      55,523.20$      60%
PS02 37,131.14$    48,270.48$      59,409.82$      60%
PS03 40,939.00$    53,220.70$      65,502.40$      60%
PS04 43,804.73$    56,946.15$      70,087.57$      60%
PS05 46,871.06$    60,932.38$      74,993.70$      60%
PS06 50,152.04$    65,197.65$      80,243.26$      60%
PS07 53,662.68$    69,761.48$      85,860.28$      60%
PS08 57,419.07$    74,644.78$      91,870.50$      60%
PS09 61,438.40$    79,869.92$      98,301.44$      60%
PS10 65,739.09$    85,460.81$      105,182.54$   60%
PS11 70,340.82$    91,443.07$      112,545.32$   60%
PS12 75,264.68$    97,844.09$      120,423.49$   60%
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EXHIBIT 5D 
PROPOSED PAY GRADES 

GENERAL EMPLOYEE PAY PLAN 
SLOTTING POSITIONS AT AVERAGE MARKET POSITION 

 

 
 

  

Recommended Classification Title

Proposed 

Grade 

Average

Proposed 

Minimum

Proposed 

Midpoint

Proposed 

Maximum

Parking Services Attendant 102 $26,825.00 $34,873.00 $42,920.00

Building Maintenance Worker I

Custodian Worker

Laborer I (Construction)

Laborer I (Parks)

Recycling Worker

Utility Worker

Water Meter Technician

Administrative Assistant

Building Maintenance Worker II

Campground Clerk

Campground Maintenance Worker

Communications Officer

Laborer II (Construction)

Laborer II (Parks)

Animal Control Officer

Code Enforcement Officer

Executive Assistant

Heavy Equipment Operator

HVAC Technician

Mechanic I

Recycling Coordinator

Water & Sewer Maintenance Worker I

Water & Sewer Plant Operator Trainee

Accounts Receivable Clerk

Assistant Municipal Court Clerk

Business License Specialist

Water & Sewer Camera Technician

Water & Sewer Maintenance Worker II

Zoning Specialist

Accounts Payable Clerk

Assistant Parking Services Supervisor

Campground Office Supervisor

Communications Supervisor

Facilities/Special Events Coordinator

IT Support Specialist

Mechanic II

Utility & Solid Waste Billing Clerk

$61,046.00$49,600.00$38,154.00107

$53,022.00$43,081.00$33,139.00105

$56,893.00$46,226.00$35,558.00106

$46,053.00$37,418.00$28,783.00103

$49,414.00$40,149.00$30,884.00104
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EXHIBIT 5D (CONTINUED) 
PROPOSED PAY GRADES 

GENERAL EMPLOYEE PAY PLAN 
SLOTTING POSITIONS AT AVERAGE MARKET POSITION 

 

 
  

Recommended Classification Title

Proposed 

Grade 

Average

Proposed 

Minimum

Proposed 

Midpoint

Proposed 

Maximum

Assistant City Marshal

Campground Operations Supervisor

Crew Leader (Building & Maintenance)

Crew Leader (Construction)

Crew Leader (Laborer)

Crew Leader (Mechanic)

Crew Leader (Water & Sewer Camera Operations)

Finance/Purchasing Assistant

Municipal Court Clerk

DDA/Mainstreet Manager

Foreman (Building Maintenance)

Foreman (Construction)

Foreman (Mechanic)

Foreman (Water & Sewer)

Foreman (Water Meter)

Landscaping Foreman/Arborist

Water & Sewer Plant Operator

Office/E911 Manager 110 $47,135.00 $61,276.00 $75,416.00

City Marshal

Water & Sewer Operations Superintendent

Finance/Purchasing Administrator

Parking Services Manager

Clerk of Council 113 $58,230.00 $75,699.00 $93,168.00

Campground Director 115 $67,042.00 $87,155.00 $107,267.00

Public Works Division Director

Water Sewer Division Director

Fire Chief

HR Director

Municipal Court Director

Assistant City Manager/Community Development Director

City Engineer

Finance Director

IT Director

Police Chief

City Manager 120 $95,355.00 $123,962.00 $152,568.00

$132,515.00$107,669.00$82,822.00118

$142,189.00$115,529.00$88,886.00119

$86,829.00$70,549.00$54,268.00112

$115,098.00$93,517.00$71,936.00116

$70,285.00$57,107.00$43,928.00109

$80,922.00$65,749.00$50,576.00111

$65,502.00$53,221.00$40,939.00108
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EXHIBIT 5E 
PROPOSED PAY GRADES 

GENERAL EMPLOYEE PAY PLAN 
SLOTTING POSITIONS AT THE 65TH PERCENTILE MARKET POSITION 

 

 
 

  

Recommended Classification Title

Proposed 

Grade 

65th 

percentile

Proposed 

Minimum

Proposed 

Midpoint

Proposed 

Maximum

Parking Services Attendant 102 $26,825.00 $34,873.00 $42,920.00

Building Maintenance Worker I

Custodian Worker

Laborer I (Construction)

Laborer I (Parks)

Recycling Worker

Utility Worker

Water Meter Technician

Administrative Assistant

Building Maintenance Worker II

Campground Clerk

Campground Maintenance Worker

Communications Officer

Laborer II (Construction)

Laborer II (Parks)

Animal Control Officer

Code Enforcement Officer

Executive Assistant

Heavy Equipment Operator

HVAC Technician

Mechanic I

Recycling Coordinator

Water & Sewer Maintenance Worker I

Water & Sewer Plant Operator Trainee

Accounts Receivable Clerk

Water & Sewer Camera Technician

Water & Sewer Maintenance Worker II

Zoning Specialist

Accounts Payable Clerk

Assistant Municipal Court Clerk

Assistant Parking Services Supervisor

Business License Specialist

Facilities/Special Events Coordinator

Mechanic II

Utility & Solid Waste Billing Clerk

$61,046.00$49,600.00$38,154.00107

$53,022.00$43,081.00$33,139.00105

$56,893.00$46,226.00$35,558.00106

$46,053.00$37,418.00$28,783.00103

$49,414.00$40,149.00$30,884.00104
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EXHIBIT 5E (CONTINUED) 
PROPOSED PAY GRADES 

GENERAL EMPLOYEE PAY PLAN 
SLOTTING POSITIONS AT 65TH PERCENTILE MARKET POSITION 

 

 
  

Recommended Classification Title

Proposed 

Grade 

65th 

percentile

Proposed 

Minimum

Proposed 

Midpoint

Proposed 

Maximum

Assistant City Marshal

Campground Office Supervisor

Communications Supervisor

Crew Leader (Building & Maintenance)

Crew Leader (Construction)

Crew Leader (Laborer)

Crew Leader (Mechanic)

Crew Leader (Water & Sewer Camera Operations)

Finance/Purchasing Assistant

IT Support Specialist

Municipal Court Clerk

Campground Operations Supervisor

Foreman (Building Maintenance)

Foreman (Construction)

Foreman (Mechanic)

Foreman (Water & Sewer)

Foreman (Water Meter)

Landscaping Foreman/Arborist

Water & Sewer Plant Operator

DDA/Mainstreet Manager

Office/E911 Manager

City Marshal

Water & Sewer Operations Superintendent

Finance/Purchasing Administrator

Parking Services Manager

Clerk of Council 114 $62,481.00 $81,226.00 $99,970.00

Campground Director 116 $71,936.00 $93,517.00 $115,098.00

Public Works Division Director

Water Sewer Division Director

Fire Chief

HR Director

Municipal Court Director

Assistant City Manager/Community Development Director

City Engineer

Finance Director

IT Director

Police Chief

City Manager 120 $95,355.00 $123,962.00 $152,568.00

$142,189.00$115,529.00$88,886.00119

$123,154.43$100,062.98$76,971.52117

$132,515.00$107,669.00$82,822.00118

$80,922.00$65,749.00$50,576.00111

$86,829.00$70,549.00$54,268.00112

$70,285.00$57,107.00$43,928.00109

$75,416.00$61,276.00$47,135.00110

$65,502.00$53,221.00$40,939.00108
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EXHIBIT 5F 
PROPOSED PAY GRADES 
PUBLIC SAFETY PAY PLAN 

 SLOTTING POSITIONS AT 65TH PERCENTILE MARKET POSITION 
 

 
 

After assigning pay grades to classifications, the next step was to develop an appropriate 
method for transitioning employees’ salaries into the new pay plans. This was done by 
establishing methods of calculating salaries in the proposed pay ranges and determining 
whether adjustments were necessary. Evergreen developed, recommended, and provided 
several options for implementing the proposed pay plan, which the City was considering at the 
time of this report. 

5.3 SYSTEM ADMINISTRATION 
 
The City’s compensation system will continue to require periodic maintenance. The 
recommendations provided to improve the competitiveness of the plan were developed based 
on conditions at the time the data were collected. Without proper upkeep, the potential for 
recruitment and retention issues may increase as the compensation system becomes dated 
and less competitive.  

RECOMMENDATION 4: Conduct small-scale salary surveys as needed to assess the market 
competitiveness of hard-to-fill classifications and/or classifications with retention issues, and 
make changes to pay grade assignments if necessary. 

Recommended Classification Title

Proposed 

Grade 

65th 

percentile

Proposed 

Minimum

Proposed 

Midpoint

Proposed 

Maximum

Detention Officer

Firefighter Recruit

Police Officer Cadet

Firefighter I

Police Officer

Firefighter II

Senior Police Officer

Sergeant (Fire) PS05 $46,871.06 $60,932.38 $74,993.70

Sergeant (Police) PS06 $50,152.04 $65,197.65 $80,243.26

Lieutenant (Fire) PS07 $53,662.68 $69,761.48 $85,860.28

Administrative Lieutenant

Captain (Fire)

Lieutenant (Police)

Captain (Police) PS10 $65,739.09 $85,460.81 $105,182.54

Major (Police) PS12 $75,264.68 $97,844.09 $120,423.49

$65,502.40$53,220.70$40,939.00PS03

$70,087.57$56,946.15$43,804.73PS04

$98,301.44$79,869.92$61,438.40PS09

$59,409.82$48,270.48$37,131.14PS02
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While it is unlikely that the pay structure (plans) in total will need to be adjusted for several 
years, a small number of classifications’ pay grades may need to be reassigned more 
frequently.  If the City notices that high turnover or is experiencing difficulty with recruiting one 
or more classifications, the City should collect salary range data from peer organizations to 
determine whether an adjustment is needed for the pay grade of the classification(s).  

RECOMMENDATION 5: Conduct a comprehensive classification and compensation study 
every three to five years, subject to budget constraints and as market conditions are 
warranted. 
 
Small-scale salary surveys can improve the market position of specific classifications, but it is 
recommended that a full classification and compensation study be conducted every three to 
five years to preserve both internal and external equity. Changes to classification and 
compensation do occur, and while the increments of change may seem minor, they can 
compound over time. A failure to react to these changes quickly has the potential to place the 
City in less than desirable position for recruiting and retaining quality employees. 

RECOMMENDATION 6: Review and revise, as appropriate, existing pay practice guidelines 
including those for determining salaries of newly hired employees, progressing employee 
salaries through the pay plans and determining pay increases for employees who have been 
promoted to a different classification.  

The method of moving salaries through the pay plan and setting new salaries for new hires, 
promotions, and transfers depends largely on an organization’s compensation philosophy. It 
is important for the City to have established guidelines for each of these situations, and to 
ensure that they are followed consistently for all employees. Common practices for 
progressing and establishing employee salaries are outlined below. 

New Hire Salaries  

Typically, an employee holding the minimum education and experience requirements for an 
existing classification is hired at or near the classification’s pay grade minimum. Sometimes, 
for recruiting purposes an organization might need to consider the ability to offer salaries to 
new employees that consider prior related experience. It is recommended that the City 
continue its current practices of establishing new hire salaries to preserve the internal equity 
of employees’ salaries within each classification to the extent possible. Current employees’ 
salaries should be improved, to some degree with implementation of the new plans and the 
proposed adjustments to employees’ salaries.  

Salary Progression 

There are several common methods for salary progression including cost of living adjustments 
(COLA)/across the board and performance-based. The City currently utilizes both methods to 
progress salaries. It is recommended that the City continuously evaluate its practices to 
progress employees’ salaries and if necessary make improvements to preserve equitable pay 
practices, particularly for the administration of the performance evaluation process. 
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5.4 SUMMARY 

The recommendations in this chapter provide an update to the compensation and 
classification system for the City employees. Upon implementation, the City’s competitiveness 
in the labor market will be improved and have a responsive compensation system for several 
years to come. While the upkeep of this will require work, the City will find that having a more 
competitive compensation system that enhances strong recruitment and employee retention 
is well worth this commitment.  
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